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te INTRODUCTION 


A. BACKGROUND 


Although there are many different geftinitions _— at 
Organizational Development (OD), Macler ti97/) summarized 
its basic characteristics, stating that "OD invoives aA 
Dianned = and systematic attempt to change patterns of 


Organizationai behavior and includes the application of 
benaviocral science knowledce in a coliaborative anc 
Marticisative precess by a consultant"(Ref i:p.6]. Thais 
collaborative and participative process takes piace between 
the client ana the consultant; without that relationship tre 
OD effort will never be effective. According to Hennis 
ing OF ) the competence of the consultant must encompass a 
Wide range of knowledge. In addition ta this inteliectuai 
Grasp, Hennis felt that the effective consnuitant must aiso 


possess the operational and relationai skills of iistening, 


observing. identifying, and reporting; aopitity tos s4oienm 


ist 


relationships based on ra oe ee oe and a high deaeree art 
Flexibility CRef 2:p.497]. 

it seems clear that it takes more than just skiiis and 
competencies for the consultant to build a good working 
relationship with a client. Generally it is believed thar 
skills can be honed and competencies can be mastered ana 


training environment. However, the education of these skills 


and competencies, required of the effective 0.0. consultant, 


MAY nar be completely successful wi tnout certain 


oprereguisite personality cnaracterisitics. How much da the 


isl 


mersonality characteristics af the consultant affect hi 
learning of the O.B. competencies, and ultimately his 
effectiveness as a consultant? 

The study of personality characteristics and 
effectiveness was P2ISet introduced in the study oat 
leadership rather than in the O.D. area. There were severai: 
epproaches used in the study of leadership te understand the 
relationship between personality and effectiveness; these 
appreaches include the trait theery, the situational theory 
and the behavicrist theory. The follows 15 a Summary of the 


metnads of each theory and some shartcomings assaciated with 


i Tne Trait Approach 


- 


In the late 1920’s the trait approach to analyzing 
effectiveness was introduced. The concept of personaiity 
appealed to several early theorists who souGcht to xplain 


why some people were more effective in exercising 


ued 


eadersnip. Bowden (19265) equated leadership with strength 


=F 


QO personality. He stated, "Indeed, the amount of 
personality attributed to any individual may not be unfairiy 
estimated py the degree of influence he can exert upon 
cthers"(LRef. 3:p.81]. Hingnam (1927) defined a leader asa 


Person who possesses the greatest number of desirable traits 


Of personality and character. Tead (1927) regarded the 


10 . 


effective leader asa person who had thre proper combination 


Of traits which enable him to induce otners t0 accompliisn a 


ID 


Qiven task CRef 4:90.64. According to Stoegdiii (19774) trait 


ce measure rhe 


in 


advocates oGrimarily used oersonaiity test 
characteristics of imdividuais who reached positions of 
leadershicr. 

The trait theory of leadersnip was later seriousiy 
chellenged. Rird (1940) anaiyzed studies which consicered 
79 traits. He found that SS percent of the traits were 
mentioned in only a single study. Only four of tne traits 
(extroverted, humor, antelligent, and initiative) apoeared 
in five or more studies (Ref S:rpp.269-395). cenkins (i947) 
reviewed 74 military studies. He found in most that. 
altnougn leaders tended tO show Some superiority over 
Foliowers in at least one of a wide variety of abilities. 
there WAS Pittie agreement as - to tne abilities 
Characterizing effective leaders. Jenkins conciuded that 
ieadership is specific to the situation under investigation. 
fRef. Gopp. 24-77 ie Stocdill (1948) reviewed 124 trait 
Studies. He found leaders characterized by severai ciusters 
Of items that could be classified as capacity, achievement. 
responsibility, participator, and status. He also faund 
that the traits of Jleaders tended to differ with the 
Situation.(Ref. “7:pp.35-71)] Gouldner (1950) stated that tne 


trait approach failed because the traits were pooriy 


conceived, the measurements were crude and unreiiabie and 


ii 


the traits were not Gniy possessed by leaders but By non- 
leaders as weli (CRef. B:sp.14]. 

A fimali criticism of the trait approacn was tnat 
personality theorists had tended to regard ieadership as a 
one-way influence eftect. While recognizing that the iesader 
may possess qualities differentiating him from foiiowers, 
these theorists generally faiied to acknowledge tne 
reciprocal and interactive nature of the tleadersnip 
Situation. 
ae The Sittlational sper oacip 

The gradual abancgonment of trait approacnes in the 
jate 1940's and early 1930’s gave way to the contentian that 
leadership is a functional role which serves important 
purposes far the group. This contention ied to the adoptic 
Of different methodoiogicasai approaches to the study ~93of 
leadersnip, that is, a study of situation and its impact an 
the leader.(Ref. ?7:p.16] 

The situational theory of leadership says tnat tne 
beader can be differentiated from the non-ieader by the 
Given task of the group and the situational characteristics. 
A Situational study by Hollander and Juiian in i989 stated 


that “...in the situational approach, jeadership activift 
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are determined as a function of differential group settings 
and their demands"(CRef. POS Oe o7 ave Situational tneories 
fended to support the conclusion that the nature of the 


Lasks performed play an important role in determining who 


emerges as the leader. The underiying implication that any 
member of a group can become a leader as iang as favorable 
conditions prevail nas Bince drawn considerable criticiem. 
mee ett. pp. o/73-3/78) 

There are anumber of limitations to situational 
Emeor y . Critics say that situational theory presents 4 ane 
way view of leadership. They contend that the situation 
feet > Co be the controlling factcr and seemingly “selects” 
a ieader. According to Hollander and Julian (1949), this is 
too «simplistic a view of reality. They splain that the 
leader and situation are not separate entities but merely 
represent different components af aA continuing muiti- 
Girectional process of sociel information and exchange [Fef. 
ea 7). 

&e Hehavioral Approach 


Rehavior based studies paralleled the qrowing 
interest in Seituatiemal theories: The following study 
Zilustrates the behavioral approach. Peo ye bes il “the 
Benavior and Systems Research Laboratory (BERD) pubirisnesc 4 


study entitled "Dimensions of Leadership in a Simuiated 


Compat Situation." The objective of the study was ft 


a) 


provide "the Army with scientific means to identify officers 


who have aptitudes and other characteristics to meet in 


iD 


differing demands for success in different finds) of 


ieadership positions” CRef. i2:p.1]. 


The research team first set up an officer evaluation 
center simulation exercise to define the major dimensieans of 
behavier characteristics of etfective military leadersnio. 
They sampled 46900 lieutenants between 196i and i764. The 
study cancluded that the "combat leader 18S Successful 
primarily by virtue of his forcefulness in command of men 
ang his direction of his team. The noncombat leader reiies 
more on his executive ability, his ability tO organize tee 
plan and to allocate resources" (CRet. 1le:p.12)]. 

This contrast between the set of behaviors of the 
combat leader versus those of the noncombat leaGer 1S = an 
example of the behavioral approach to ieadership. The 
behavioral approach aindicates that there are aA Set oF 
behaviors clearly more important to one role than ¢t09 
anotner. The degree to which the leader has learned these 
behaviors and can xecute them in his job environment wili 


determine his effectiveness. 


Behaviorists argue that this theory of leacersnip 
is not subject to the inadequacies associated with trait 
tneoary. They argue that the shitt from personality traits 


to the study of the social situation (in which the leader 
functions and the relationship between situation and leader 
Hehavior 15 emphasized) 1S a move to a more comprehensive 
ang predictive study of ieadership. 

In conclusion, it 1S possible to distill mast of 


leadership research into two categories: (1) trait research, 


=) 


ang (2) situationai/benaviorai research. The tirst approacn 


emphasiszes the discovery of personality traits common toa 


all leaders; the second Stresses the study of the 
interaction between the benavior of leaders and ine 
Characteristics of Specific situations in which these 
leaders function. The trait approach tends tO ignore the 
Situation in which leadership takes place.tRef. 4:p.7] The 
Situational /benavioral approach, an the other nand, 
1eanores the influence of individual differences. 

In reviewing the literature Fiedler (i?/i)} states 


that there has been little empirical evidence that leader 
behavior is related to effectiveness. Fiedler goes an tc 
state that leader behavior does not predict or Correlate 
with effectiveness and that personality attributes may fe 
the factors which interact in determining leadership 
effectiveness. [CRef. EB ae ee 
4. Effectiveness and Fersonality in the 0O.D. Field 
In much the same way as Meadors e nie researchers have 


aitempted Lo relate effectiveness and persanalit: 


a 


Wy 


characteristics, O.D. consultants have believec that ther: 
15 a link between effectiveness and mersonality, 
however , little empirical research Kas been done on the 
Guestion. The McRer 41981) study which attempted toa 


3 


identify the critical knowledge, skills, abilities and 


bed 


personality characteristics required of successtu 


Organizational Effectiveness Staff Officers in the U.S. Army 


r 


stated this: “The ultimate relevance ot constuultants 


i 


personality characteristics an predict interventian 


effectiveness remains ae) be 


It 


Ui 


een. Additional empirical 
research on such variables needs to9 be done ta establisn 
their relevance"(Ref. i4:p.10] 

What does the research say to) 6that0—|6gQuestion? 
Follawing are a few studies which serve asa starting paint 


W 


- 


ict 


for an assessment of the significance of persanali 
characteristics to effective consultanting. 
Durlak (1979), using a single instrument, reported 


that successful cansuitants have significantly higher lievels 
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of empathy, warmth, and genuineness that 1ess suce 
consultants. CRef. iS:p5.80-92] 

Rodin and danis, (1979) after interviewing health 
Fare practitioners on the question, proposeG that an 
incgividual who 18S perceived as likable, benevolent. 
admirable, and accepting has reference power. The iack of 
reference power can manifest itself in a lack of ability to 
influence or persuade a client.(CRef. 146:pp.60-81] 


Warrick and Donovan (19780) used A Questionnaire and 


~by 


Qund tnat OD experts agree that the consultant must be both 
self-aware and self-discipiined. They aiso report that 
successful consultants display a good balance Detween the 
rational and the emotional; that is they are objective in 
evaluating the situation But remain in touch with tneir own 


feelings.€Ref. 17:pp.22-25) 


14 


An additional factor which showed up in the 


literature as important to GD consultant effectiveness was 


knowiedge. For example. Dimma (1977) found knowledge to be 
one of the coaonsuitant attributes most valueag by ton 
management cliients.tifet. Peep. 7/5497). Turney and tUchen 


(1975) found that knowledge of specific O.D. theories was 
Particularly useful.fRef. i9:pp.731-728] Spencer and Cullen 
(1979) found that lack of "expert power" was not often cited 


iS A cause of consultant ineffectiveness [Ref. 20:p.a]. 


iF 


Effective consuitants must have the ability to answer a4 
Client‘’s technical questions and xDplain why tney are 
implementing or recommending specific intervention steps. 

In conelusion, there is interest and a limited 


mount of research on the relationship Detween consultant 


") 


ru 


fFfectiveness and personality characteristics. In addition. 
enOowledge appears to be an importnat factor in consultant 


effectiveness. 


eee ROSE 
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The primary purpose of this tnesis i5 tO identity ti 


personality characteristics of Navy OD consultants ana 
determine the relationship between these personality 


Characteristics and consultant effectiveness. The secandary 
purpose 15 to examine knowledge as a tactor in consuitant 


Iv 


rt 
ped 


effec 


D 


ness. 
Fariier ain this chapter reference was made to various 


studies, conducted both in military and Civilian 


7 


cammunities, which sought to establish a relat 


jes 


onshnip 
between personality and effectiveness. In referring toa 
these studies, McBer States that "there seemed ta be scme 
data supporting the influence of a consultant's 
effectiveness with his personality, hnowever, all these 
findinas were based of A Few Studies, most of which were 
methodologically limited."CRef 14:p. 18] 

The Uli ae study intends to avoid those 


methodolagical limitiations. Tt will attempt to establish a 


| 


reiatianship between personality and effectiveness bY 


administering a series of personality instruments, rather 
than oniy one, 50 that the data bases for Bach respondent 
wili be broad. Additionally, ail of the instruments But 
one Rave an ample bank of validity and reliability data. & 


test of the participants knowledge af OD consuitin 


uo 


technology will aiso be administered. 

The personality orofiies derived fram the four 
personality instruments and the knowledge test will be used 
tO predict consultants’ peer and superior ratings. This 
Lwo-pronged approach (peer—-superior) to measuring 
erfectiveness should provide a more comprehensive view of 
consuitant effectiveness. 

By means of the administration of several reliabie 
personality instruments, a knowledge test, and a two pronged 
approach to measuring effectiveness these authors 


hypothesize that a significant relationship will be found 
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between effectiveness and persanality variables. and between 


effectiveness and kEnowiedge. 


C. DESIGN AND ORGANIZATION OF THE THESIS 


The introductory chapter of this thesis reviewed the 
several approaches used in the past to predict effectiveness 
with personality charactsristics. 

Chapter ITI, the literature review, explores what are the 


relevant personality mr etericr ice and describes how they 
led to the choice of personaiity instruments and rating 
criteria. 

Chapter Ifl describes the methodology of this study. 
The population, researcn design, and data gathering 
procedures are explained. 

In Chapter IV an analysis of the data i585 presentec. 
TAs wilt anciude questions of validity, techniques used, 


and assumptions made. Chapter V draws conclusions ana 


presents recommendations. 


ator 


il. LITERATURE REVIEW 


Crapter two will examine the relationship between 
consultant effectiveness and personality cnaracteristics in 
Qreater detalii and draw upon the recent iiterature on 
Mllitary and cavilian consuitant effectiveness. The purpose 
of this chapter 15S five foid. First, it wiii provide the 
reader with a better understanding of the concepts of 
effectiveness and personality, and argue that the two are 
reiated. Second, a list from the research iiterature of the 
most prevalent personality characteristics used ta describe 
consultants will be presented. Third, it wiii outiine tnis 
study's measurements of consultant effectiveness. Fourth. 
it wili describe and justify tne selection of the 
Personality instruments of this study. PaIseting 1t wale 


Gescribe the knowiedge test used in this study. 


A. EFFECTIVENESS AND FERSONALITY CHARACTERISTICS 

Why have these researchers chosen pnersonaiity 
cRaracteristics as the independent variables ta be 
empirically studied rather than competencies? To examine 
this question let us first compare the definitions of the 
two concepts, personality characteristic and competency. 
For the purpose of this report, a competency, or a component 
Of overall competence, is a skill of an individual that 


re, 


underlies effective work performance [CRef.14:p.129]. A 


competency is any skili that can be learned. Lea Ss a 
category of usable ainformation organized around a specific 
content area (for exampie, knowledge of statistics), but it 
1S Aa particttlhar kind of knowledge. A person may possess 
many of these knowledge categories, but by this definition 


meee skill is not xplicitly related to effective 


iD 


performance, 1t does not qualify as a competency. 


? 


According to Spencer and Cullen i777. consuitant 


[nds 


competencies can de organized into four groups: (1) rapport- 
buiiding skiliss (2) diagnostic skills; co) infiuence 
skills; and (4) administrative’ managerial skillis.(ChRe-. 
esp, 6) 

In contrast, a personality characteristic 15 a trait, a 
consistent way of responding to an equivalent set of stimuli 
(self-confidence is an xample)d; or it can be a recurrent 
concern for a goal state or condition which drives, sgiects, 
end directs behavior of the individual’l for exampie. the 
need for affection). Unlike a competency, a personaliitv 
characteristic cannot be easily iearned py an individual. 

In recent years concern has been voiced by senior naval 
officers over the limited contribution OD consultants have 
made to the Navy’s operation. Frequently, the individuais 
who are assigned toa these OD positions iack the personality 
Characteristics, skills or competencies requirec to be 


effective OD consultants in the Navy. Although skilis ans 


competencies can be obtained through further education and 


training, the question has been raised as to whether 
education and training of OD consultants can be effective 
witheut certain prerequisite personaiity characteristics. 1t 
is the discovery of these personality characteristics which 


t= the object of this study. 


B. FPREVIGUS MILIRGRY BReseeneo 


Two master’s theses have been completed at the Naval 


Postoraduate School on related subject matter. Tne first 


Wa 
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(Spurgeon 1978) is)= titled An Analysis of Organizational 
Development Consultant Skill Requirements”. The purpose of 
this study was to provide the U.S. Air Force with a listing 
of the skills, knowledge, and traits required of an QOD 
consultant CRef. 2isp.9]. The author reviewed 41 pieces art 
military and civilian iiterature, and conducted interviews 
at a variety of civilian locations and military commands. 
He utilized the Folb-Frohman model, developing a listing af 


Kilis and personality characteristics for each of its seven 


aL 


phases of consulting. 

The second related thesis (Wargo 1903) is entitiecd 
“Developing Competencies for Navy Human Resource Management 
specialists: A Delphi Approach." The purpose of this study 
was to determine: what skills, competencies, ang 
characteristics were necessary for Navy Human Resource 
Management (HRM) specialists at various points in their 


career (Ref. 2e:p.10]. The author utilized the Delphi 
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methoGg to generate a listing of consultant skills, knowledge 
and personality characteristics. 

Y In 1979 the Army Research Institute (ARI) arranged a 
contract for the Organization Effectiveness Center and 
senpeoee (DECS) at Ft. Ord, California with McHer and Company 
af Hoston. The purpose was to identify the competencies af 
the Army DE consultant who was considered effective in the 
fieid. The MckHer study resulted in 120 performance 
andicators, 32 competencies and 9& competency clusters for 
Army Organizational Effectiveness Consultants fRef. 
oo. 22 7 J). 

In 1976 the Navy contracted with McHer and Company to 
develop competency tased Leadership and Management Education 
and Training (LMET) courses. The sixteen fleet competencies 
identified by McHer and Company (antained from apprcaximateiy 
200 behavioral event interviews) address management and 
jeader competencies for Navy personnel up to the grade of U- 
6.(CRef. Sorpp.B80-82)] Table 2.1 summarizes the current 
miiitary literature an consultants’ personalality 


Characteristics. 
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Table 2.1 


Previous Military Studies on Consuitant Characteristics 





Sample 
Year Author Ss1lze Respondents Results 
1978 Spurgeon 30 Military Empathetic, fiex- 
Consultants ible, self-aware 
i9sl McBer oe GES s Self—-confident. 
Study influential, flexi- 
ble, results 
oriented 
1983 Wargo mt Leading OD Tolerant of 
Experts ambiguity.filexibie., 


self-aware, 
self-confident 


ey DISTINCTION BETWEEN THIS RESEARCH AND FREVIOQUS MILITARY 

RESEARCH 

This research effort differs from previous military 
research in several ways. First, it is an attempt to 
empirically develop a personality characteristic i1sting 
By deriving 1t from practicing Naval GD consultants in the 
field. Second, this study does not make use of an 
eectablished model, like the Spurgeon thesis’ use of the Foibp- 
Frohman model. Nor does this study attempt to develop 4 
competency tisting using an expert panel as the ponulation 
base (Wargo thesis). Third, while the McBer study was 
primarily aimed at extracting the core skills associated 
with the Navy's Human Resource Management Specialist, this 
research is solely concerned with the development of a 
personality characteristics listing and its relationship tc 


the effectiveness of G.D. consultants in the U.S. Navy. 


as CIVILIAN RESEARCH 

In the late 1960's when consultants began writing about 
their theories and xperiences in the fieia of 
Organizational Development CRef. B24ipp.22-42], personality 
Characteristics or traits were mentioned as being required 
oF the successful consultant. Frakash (1958) conducted a 
series Of one on one a interviews ainvolving 48 OD 
Practitioners and through content analysis of the interviews 
founac that effective consuitants could be described as open 
amg perceptive, and naving not anly interpersonal skilis But 
a basic valuing ef others.CRef. 25:p.14) 


Through content anaiysis of a series Of Guestionnaire 


N 


responses, Miner (1971) found that effective consultants 
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have a strong need for upward striving and 
associations, as well as an approach motive to be with 
authorities or superiors.(Ref. 26:pp.257-378) McClelland 
(i972) stated that having pasitive xpectations for others 
predicts consuitants’ successfRef. 27ip.sJ. 

A recent study by Howe, Howe, and Mindeil indicates that 
~The personality characteristics of the effective U.D. 
consultant may be quite different from those of his ciient. 
Howe, Howe and Mindell (1983) administered the Management 


Values Inventory (MYVTI) to O.B. consuitants and managers to 


test their differences in self-esteem, tolerance af 
ambiguity and risk taking. Several statisticaliy 
Significant differences in characteristics were found 


bh) 
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between the two groups. O.B. consultants tended to exhibit 


a higher degree of both risk taking and toierance +tor 


ambiguity.(CRef. 22: ppaeO03=2208 While statisticaily 
Significant differences were found by tne Howe, Howe and 
Mindeli study, others have questioned the reliability of a 


sinale form (RVI) in predicting differences. ([Fef. 29:p.346] 

In contrast to the Howe, Howe and Mindell study, whicn 
employed one instrument, tne Haseltine (1982) study used two 
instruments, the Myers-Brigas Type Indicator (METI) to 
measure personality and the Job Satisfaction Questionnaire 
(JSQ) to measure effectiveness. The data lead to thre 
foilovwing conciusions: consultants AS a Group are 
extroverted (EE), sensing (5), thinking ¢T), and judging (J). 
There were no statistically significant differences in tne 
relationship between personality type and consultant 
effectiveness [Ref. 30:p.125). 


Slocum (1978) proposes that the dimensions along which 


aie 


Me cognitive style of consultants differ will determine the 
ways In which information 15s qathered and processed. what 
information iS taken in, and how decisions are reached. In 
order to examine this hypothesis, Slocum used Jung’s theory 
that individuals can take in data from their environment by 
e1lther of two modes, ‘sensation or intuition, and make 
decisions in one of two modes, thinking or feeling. The 
possible combination of these modes resuits in four 


cognitive styies: sensing thinkers, sensing feelers, 


h3 
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intuitive thinkers, and intuitive feelers. Slocum grouped 


Qo.)6Uthe@se—COUlUfFODuUr| 6 6styles)—6h6and then examined the 


me 


maemo cants in 


Wl 


diagnostic intormatiaon sougnt and intervention technique 


Used. AS hypothesized, the different cognitive styie 


Wi 


required different diagnostic information and used different 
Change strategies CRef. Ss) Gaya ee A further are that 
their research suggests is an xamination of the reiation—- 
ship between cagnitive style and consultant effectiveness. 
Table 2.2 
Previous Civilian Studies on Consultant Characteristics 


Sample 
Year Author size Respondents Results 


1968 Pirrakesh 48 OD Fractitioners Open and Ferceptive 
in Industry 


me 7 Miner 204 Management Upward striving, 
consultants Elite associations 
oy Siocum ‘oat Consultants Cognitive style 


(sensing thinkers, 
sensing feeiers, 
intuitive thinkers, 
intuitive feelers} 


na? 7 Warrick, 70 Leading OD Good rationai?/ 
Donaevan practitioners emotionai palance 
17S Haseltine 435 OD consultants Extraverted, 


Sensing, Thinking, 
and Judging 


i eee Howe, at OD consultants/ Risk Taking, 
Howe and managers Tolerant af 
Mandell ambiguity 
The nitimate relevance af consultant personaiity 


Characteristics in the prediction of effectiveness remains 


to be seen. This research effort is intended to provide tne 


empirical research needed tO increase our understanding of 


the relationsnip between those two variables. 


F. ANALYSIS OF CIVILIAN RESEARCH 

Few studies were found tnat systematically assessed the 
personality characteristics of effective 0O.D. consuitants. 
Even fewer have empirically identified requisite consuitant 
personality characteristics that predict effective change 
efforts. 

Although the researcn covers a wide range of approacnes 
(from reviews af the literature to a Delphi survey) the 
preponderance of attempts to capture consuitant personality 
Characteristics has been through the use af researcher 
designed guestionnaires. These nestionnaires were then 
analyzed to produce a singie list of characteristics. 

Wnile most researchers agree on a limited number ofr key 
characteristics (f41.e8., flexibility and self-awareness; , the 
traits after that break out to a rather sizeable number of 
diverse personality descriptors ranging from RAumanistic 
characteristics to motives to cognitive styles. The reasons 
for this extensive variation may be more due ta the 
difference in definition these traits assume in the 
literature, than to any inherent difference in definition. 

Although there are significant differences in what the 


correct list of personality characteristics should be, most 


authors do agree that a well-formulated trait listing would 


be valuabie in the selecticn and development of O.8. 


prafessionals. 


fee FECTIVENESS MEASURES 
The two measures of effectiveness that were empiacyed in 
this research were superior and peer ratings. The foilowine 


ep the strength ang weaknesses of each of these 


in 


measurements. 
Ac Slpemior Racine 

Fach consuitant was rated on a scaie of i to 5 (five 
being to a very high degree, one being to a very low degree} 
in nine areas, which were derived from the McHer study 
77). These areas ranged from functional knowledge ta 
protessional self-image. The role of superior rater for 
each of the consultants was the commander or designated 


representative within the particular OE Center. 


THis particular methad of measuring effectiveness i 


uN 


used extensively throughout the military in tne form of the 


Fitness report for Naval officers and the evaluation resort, 


for eniisted members. Obviously, Naval personnel are very 
familiar with this senior rater method at evaluating 
effectiveness because both promoticns and additianal 


schooling are based in tiarge measure on these measures at 
effectiveness. While this approach is used throughout the 
Navy it does have its shortcomings. An abvious weakness 16 


that the performance criteria identified by this method are 


subjective judgements by superiors. Thus, tne criteria are 


“by 


limitec by the individual values, biases and beliefs of the 
superior. Although the superior rating methoag offers the 
advantage of uniformity by providing each consultant within 


ea center with a similar frame of reference from whicn he or 


sne is judged, it does not pravide an objective evaiuation. 


Also superior officers often only have first hand 
observations of subordinates’ behavior on administative 
cuties not consultant performance. A subordinate ’s 


performance on the farmer = could qe eer the supericr’s 
evaluation of the latter. 
eae Peer Rating 
The second measure of consuitant effectiveness used 
in this research was peer rating. There is evidence in 
the literature that peer rating is an effective measure oft 
effectiveness in the OD field. ie nert (1981) stated that 


effectiveness within the O.D. occupation 15S Gependsent upon 


=h 
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colleague evaluation of technical competence, a Signific 
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ford 


iy 
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criterian of individual worth (Ref. S324:p.26]. L 
(1971) feit that peer ratings were relevent Decause peers 
are best situated to evaiuate how a consultant performs in 
terms of the lateral relationships that are develaped in 
wOrking toward organizational goals (Ref. 33:p.372]. In 


light of this, each cansultant was rated By Several of his 


tn 


peers using the same form as was used by the consultant’ 


superior. The major weakness of peer rating is the risk 


td 
Oo 
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that popularity may cioud objective evaluation Q 
competence. 

~ While both measures of consuitant effectiveness. 
peer and superior ratings, suffer from aA particular 
weaknesses, they are, -nowever, mutually supportive, each 
Filling some oF Rhaleane left by the other. To conciude,the 
Geficiency of Superior rating is that it 185 one persan’s 


subjective and faliible opinion, Dut this is baianced by the 


breadth Of peer rating. Feer rating has been calied a 
popularity contest rather than an evaluation af the 
individuai‘’s competency. However, that evaluation is 


rt 


corrected by the superior rating. The two measures of 
effectiveness taken together provide aA more comprehensive 
and quantifiabie measure of effectiveness than has been 


used in the past. See Appendix B for a description of the 


Superior/Peer Rating Form. 


S.  FERSONALITY INSTRUMENTS 

4S review of the military and civilian iiterature 
generated a 1ist of approximately fifty (50) personality 
characteristics frequentiy mentioned By OD authors ana 
consultants in the field. This list 15 contained in 
Appendix A. 

Next, an instrument search was conducted to identify 
Personality instruments that measured a majority of the 
personaiity characteristics contained in Appendix A. 


Approximately 400 instruments were reviewed for inclusion in 


the research project. In order to guide seiection of the 
appropriate instruments, a set of criteria was developed. io 
be considered aS a serious contender for inciusion in this 


researem Ss 


in 


udy, an instrument needed to : 


1. Measure personality characteristics mentioned in 
several other research studies (see Appendix A?) 


2. Have face vaiidity 


=. Be theoretically based 


4. He supported by reliability and validity studies. 


fq 


He readily available ain the general domain for use py 
responsibdle researchers. 


OF the approximateiy 4600 instruments reviewed, a smaii 
number of personality instruments met the criteria. However, 
gGue to the time per respondent (approximately 2-32.53 hours) 
to compiete the battery of instruments oniy four persanaiity 
Instruments were selected and are described below. 

is. ogi 

The Sixteen Fersonality Factor Questionnaire (15 FF 
1s based upon the measurement of is functionaliv 
independent dimensions. These dimensions have been isoiated 
and replicated during more than 3294 years of factor-analytic 
research on normal and clinical groups. Nearly 10 years of 
empiricai research preceded the first commercial publication 
of the test in 1949. Since that time, five major revisions 
Nave been incorporated into the 14 PF.fRef. 34:p.307] 


The experimentally obtained correlations among the 


16 scales are generally quite small. The personality 


Gimensions measured by the 15 FF test are described in 
Appendix C. 
Sogn O—B 
Fundamental Interpersonai Response Orientatison Form 


» or the FIRU-B, was developed tO measure an individuai’s 


wa 


orientation to other aindgividuals in three major wavs: 
"anclusion", "control" and "openness". For each of these 
three dimensions, there are two subscales: "express" and 
"want". 

roe a4 0 ed oe ee sca on the assumption that ail human 


behavior may be divided into three categories: issues 


surrounding inclusion, control and openness. 


The three dimensions are defined as follows: 
Inclusion is the need to establish and maintain a 
satisfactory relationship with people in terms of 


e 


interaction and association (Ref. 25:p.214] 

Fach individual 15 assumed, to a certain degres. ta 
want to belong to a aqroup. At the same time he is aiso 
trying to maintain a degree of privacy. Inclusion then has 
to do with the degree of interaction with peopie, with 
attention, acknowledgement, recognition, and participation. 

Control is the need to establish and maintain a 
satisfactory relationship with people with respect to 
influence and power. Control refers to the decision making 


process between people. [Ref. 25:p.214] 
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Every individual hasS a desire to Control Vara 


environment to some degree, so that 1t can be predictabis 


for him. » Graimaride. ein = involves controiling other 
people. This need for control varies from those who want to 
fully control their environment , ta those who are 


indifferent to controi no matter how appropriate contraliing 
others would be. 

Control is theretore transmitted by behavior 
involving influence, leadership, power, coercion, high 
achievement, intellectual superiority and independence. 

Openness is the need to establish and maintain a 
satisfactory relationship with others in terms of love and 
affection CRef. 35:p.214]. 

Essentially; openness 15 a relationship between twa 
peopie. At one xtreme, some individuals like intimate, 
personal relationships with each individual they meet. At 


the other extreme, are those wha iike their personal 


relationships to be impersonal and distant, perhapn 


un 


friendiy, but not close and intimate. 

Openness 16S witnessed in Situations of love. 
emotional closeness, personal confidences and intimacy. See 
Appendix D for the FIRO-B interpretation of Stummary scores. 

The WMyers-Briggs Type Indicator (METI). 15 based 
upon a modification of the Jungian theory of type. {t was 


originaily developed more than 20 years ago and since then 


a4 


has uncgergone several revisions; an unusually large body af 
reliability aNnG wWalidity Gata 1S available for the 
instrument. 


The available data suggests that the METI has 2 
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agreat potential mtiiity for research in the ar 
personaiity types and characteristics. 

The four Gimensions measured by the METI are: 
Judqgement—-Ferception Vo ie ceming to conciusions about 
issues versus developing awareness of issuess Trhinking- 
Feeling (TF, arriving at judgements by impersonai-— and 
logical versus subjective processes; Sensation-Intuition 
(SN), perceiving directiy through the five senses or 
indirectly by way of the unconscious; and Extraversian- 
Introversion (ET), orienting toward the outer woriad oF 
peopie and things versus the inner world af concests ane 
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ideas. (Ref. 364:p.6] Appendix E contains a Drief 
the sixteen types as identified by ins) (alenPll segittare = 
fee meo. 17-20] 
eee er sonalysis 

The basic concepts of Fersonalysis were conceived by 
James FF. Noland in i969 when he was on the facuity of the 
College of Business Administratinn, University of Houston. 
According to Noland,"...it became apparent that some of cur 
better students became mediocre managers after graduation, 
whiie some of our medicore students tended to be more nichiy 


regarded as managers. "([Ref. 27:p.-13] As a resuit Nolansa 


findings were diviged into seven subject areas as follows: 
now managers set aoasis, relate to peers, Gdeai with 
authority; plan, organize, make and implement decisions. and 
how tney control and revise a program of action once it is 
under way. Over a peried of Six years propositions were 
developes from the seven subject areas and combined with a 
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In developing the scales for individual differences 
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ss evels, Noland used Max Weber’s methacdoiogical 
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process based upon building ideal prototypes. [he o 


modet usec dJung’s concepts of extraversion-introversian; 


Raiph Linton’s focus on personality and culture; and tne 


fua 
ia 


writings of Eingsley Davis which dealt with the nature of 


a 


the individual and his society, and haw forms of intsractis 


Bring about changes using equilibrium theory. 
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These concepts were arranged along a continuum an 


placed in a color-coded matrix which generated the foliowin 


Ta 


model: 


Se 
| Sree iS 

Extraversion r Extraversion 
Action (eneraqy) | Action tenergy) 
RED Convergence Divergent YELLGH 
Individualism | Conformity 
es 
| Contormity | Individuaiism 
| Convergence | Diverqent 
[GREEN Information | Information S8ive | 
Introversion 4 Introversion i 
| LONG TIME 


These were correlated with Transactional Analysis 
nomenclature; Adult, Farent, Child, Negative Farent, and 
Negative Child. 

The questionnaire uses words and verbal pnrases ta 
Structure free association and according to Noland ailaws 
the respondent to pull answers from both left and rignt 
nemispheres of tne brain. 

Currentiy some 200 companies, including A number of 


Fortune S00O companies, are using Personalysis. This “1S “in 


keeping with the urpose of Fersonalysis, which is to heio 
companies more effectively utilize their human 
resources.(Ref 37:p.3 See Appendix F for 8 description of 


the Personalysis key. 


H. ENOWLEDGE TEST 

The occ meee Se Sen LOvedaragr this research 
project was the Assessment Buestionnaire For Sere anda 
Understanding of O.D. by W. Warner Burke (See Appendix 6 }. 


This 306 questisn, multiple choice instrument covers 4 wide 


spectrum of current OD technolagy. 


The purpos® of this questionnaire, according to 
; 15 to provide a medium whereby 0.0. practitioners can 
test themselves. That is. by answering the questionnaire 
they can determine their level OF nnowliedges ang 
understanding of 0.0. To facilitate this assessment process, 
Burke formulated questions based on five areas: 

* General Knowledge 

* Principies af Change 

& Theory and Research 

# Principles of Practice 
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# Yalues PRets aca. o4 
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io construct the questionnaire, Burke 


obs 


if Se 
administered a series of Questionnaires to his graduate O4.D. 
course at Columbia University. After revising the 
questionnaire, Burke selected a population of 758 individuals 
whom ne considered to be the most qualified 0.D. consultants 
Practicing in tne field. For validation purposes Burke 
Gecided that in order for any item to remain in the *finai 
version, 80% of the responding consultant sampie had to 
agree on the same answer. 

The limitations of the W. Warner Burke 
questionnaire are as follows. First, according to Surke, 
the questionnaire was validated ee a consultant sampie 
consisting predominantiy of Americans; thereby limiting its 
international applicability (Ref. BeiGia 4 Sal - Second. the 


consultant sampie was selected soleiy by Burke and 


therefore, was subject to nis personal Diasec. Lastiy, 
Burke made tne ftinai cneice of questions, making the content 
of THe questionnaire a retfiection of what he considers 
important. See Appendix 6 for Sa copy of W. Warner Bure = 
Enmowiedge Test. 


Additional criticisms are that tne Pina Litman oni 


tests a con 
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ultant’'s knowledge, not his competency. 
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G be nighiy knowiedgqable, and yet be unadle 
ra implement his knowledge effectively (the definition of 


comestency:. Secondly, the respondent who does not te: 
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weli may GO pooriy, yet be higqhiy competent. 


fiir summar ¥ the use Of a knowledge test and tour 
79 
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personality aunstruments to measure consuitant *nowiedge 


i) 


and personality, cembined with the use of two measures at 


effectiveness (peer-superior) should resuit in tne tolliowin 


78) 


methodological advantages 


Paine procedure involves multiple effectiveness rati 
of individual consultants wnich increases 
reliabiiity and validity of those ratings. 


i) 


The procedure identifies tne persoanaiity character— 
Characteristics ofr a consuitant By means oar Four 
personaiity instruments and a knowledge test rather 
than any singie instrument. 


=) The four personality instruments provide the researchrer 
with built-in fiex1 bile, 2 adding additional} 
Characteristics, which may be relevent but may have 
been omitted during the development ot the 


rt 


characteristics i1s5t, Appendix A. 
4) The independent variables include not oniy personality 


Characteristics But also knowledge providing a broader 
base from which to predict effectiveness. 


re 


Chapter Iif Methodology, will explain the research 
design. In addition, the manner in which the data was gene- 


rated will be described, from inception to final product. 
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ee as METHODOLOGY 


A. OVERALL DESIGN 
The objective of the research project was to examine tne 


relationship between personality cnaracteristics and 


=by 


efrectiveness of SS By consultants. Wess Sageoeri Ve fas 


approacned systematically in five phases. ne first two 
Phases, review of the literature and the selection or 
instruments, including effectiveness measures, are Giscussed 
in the previous chapter. hase three concentrated on 
choosing the samnpie; Guring pnase four data was collected; 
Phase five focused on data analysis. 

The literature review helped to deveiop a iist ~of 
personality characteristics that are exhibited by effective 
iD . consultants. Based on this listing, an exnaustive 
instrument search was conducted to surface instruments that 


would measure the presence and strength of those personaiity 


cnaracteristics. 


BE. CHOOSING THE SAMPLE 

The decision was made to gather data on members of tne 
Navy providing Organizational Effectiveness (Ua ees 
consulting services to operational commanders. The Navy s 
ae & = system has twelve O.E. centers, five af whicn are 


located outside the continental United States. Travel funds 


ID 
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and time were limiting constraints in selecting the sampie. 
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The ultimate decision was based on adtalining a sampie f17e 


of at jieast 100 active consuitants. 
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Mext, the commanders of the Organizationai EF 
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System Atlantic and Pacific (COMGESYSLANT and COMOESYSFA 
were informed of the lntended research. Botun commanders 


ted and gave their approval to contact tne 


ui 


were aintere 
Yarilous By a centers under their ijeadershic. Then, 
commanding officers of five O.F. centers, two on the esst 
coast and three of the west coast, were contacted. Firom 
4 


these five centers a sample size of 192 supjects=S was 


obtained. 
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Of the 102 subjects Siz were male and i7A were temale. 
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The averag 


iD 


age of subjects was 25 years with a rang 
EG S02 Ail individuals sampied had finished high school. 
264 Rad some coliecge, if7* had bachelor’s degrees, 204% haa 
Graduate cegrees. Tne 


ample inciuded 6564 enlistec members 
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Wl 


from E-S to E-9, 25 officers from 0-2 to O-S6, anG@ t*nres vase 


WN 


1 se- The average time commmissioned service was if year 


Un 


for officers, with an average time in service of 12.5 year 
for enlisted. The source of commission was 225 4hF.0.7T.C., 


$0“ 0.0.5., i44% Naval Academy, 2% direct commission ang i8% 


other. OF the enlisted, 88% were orqanizatianal 
effectiveness specialists and =. were equal opportunity 
specialists, with an average time of 2.2 years assigned to a 


Dbiiiet requiring their specialty and an average time in 


present grade of 2.5 years. fTabdbie 1 through Table 4 in 


Appendix H present this data. 


8 DATA SATHERING 


The researchers traveled aye eacn of the five 
Organizatianai Effectiveness Centers and conducted a face to 


face briefing prior to administering the instruments. This 


was done, rather than maiiing the instruments, for tye 


reasons. First, maximum participation was desired. lh was 
believed that the entire package of instruments {four 
personality surveys, two measures of ' effectiveness, 2 


knowledge test and aA demographic survey) would appear too 
time consuming for the subjects to compiete if received by 
mail, and therefore, Narticipeation wouid be reduced. 
Paeenooe a face tO face briefing was cGesirable because the 
Sea7gects might nave felt the data being coliected was too 
mersonail to be nandlised by maii. Tt was also feit that each 
Participant should be personally informed about how the agate 
was going to 62 used, and how anonymity would pe preserved. 
Finally subjects commitiment to the research project woula 


be increased by face-to-face briefings, which would invoive 


fie 


relationship building with the researchers. Thus, it was 


believed the validity of the data would be increased with 


ae £O tftace AgGMmLNLstrati on. 
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After the data was collected, three of the per 
instruments, the knowledge test, and the two measures of 


effectiveness were manually scored. Personalysis was scores 


by Management Technoiogies, Inc., the sole cistritttogeae., 
the instrumenc. Additionaily, each subject had between two 
and thirteen peer ratings, with an average of four per 


subject. These ratings were averaged to give each subject 


a singie® peer rating score. The average peer rating was 
20.4, with a standard deviation of 6.4. Finally, the 
results from each personality iaunstrument, effectiveness 


measure, Enowledce test and demographics were coded and 
entered into a single computer cata file. 
en DATA ANALYSIS 
The following descriptive statistics were computed tor 
eacn variabie: 
iz Frequency Distribution 


2 Mean 
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Led 
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pp 
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Yarilance 


Cn 


oe Standard Deviation 


From this information CBee ete eseasreneaa eee able to obtain 


"Wy 


Grasp of the type and breadth of the data gathered. 

Next, the researchers wanted to know the strenath of 
reiationship between the two effectiveness measures. te 
accomplish this, a Pearson correlation coefficient was 
computed. It was found that the peer and superior 
effectiveness measures had a strong carrelation (, o00ae 


n=9S, p=O.G00). However, even though this is statisticaily 
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Significant, the amount of variance accounted far in one 
measure By the otner (tre) is only 24 percent. This means 
tERat 64 percent of the variance in Bach measure was 


unexplainesc by the other. This was too large to justify 
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cembininag the two measures into cone effectiveness cri 


in regression equations. Therefore, each depencgent variaci 


0 


(Peer rating anc Superior rating; was used separately. 
Stepwise muitipie regressions were then computeqg to 


determine the degree ta which effectiveness coul 
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mM 
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predicted from the various personality characteristi 


Multiole regressions were used to isolate tne variabies that 
contributed the most ta effectiveness. 
Regressions were performed separately far each 


personaiity anstrument so that the reiative predictive 
ability Of each instrument couid be compared. Next, the 
most predictive dimensions within an instrument Were 
determined. Tt was only then that the Enowledge Test scores 
were included in the regression @guatiaon with the most 
predictive personality characteristics, so as tQ Bexamine the 
reiative contribution of personality characteristics and 
knowlecgge to peer and ta superior ratings. 

Next, peer and superior ratings were averaged to tarm a 
singie effectiveness measure. This was gone so that the 
sample could be divided into three categories: most 


effective, moderately effectve, and least effective 


consultants. T-Tests were then computed to test whether or 


mot there were significant difterences bPetween kEnowledae, 


thy score= and two of the groups of consultants 


Wi 


joud 


persona 
(most and least effective). 

Finaliy, as a side issue, tne researchers tested whether 
there was a relationship between the ratings that superiors 
qQave their subordinates, and the similarities between 
superior and subordinate personalities. THis was done £05 


+i bom 
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examine tne hypothesis trat there is no 51qn 
correlation between a Supericr’s rating of a Subordinate ’s 
effectiveness and tne similarity or dissimiiarity of their 
personalities. A difference score was computed between the 


superior’s and subordinate’sS personality cnaracteristrics. 


an 
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TaIis was correlated with the individuai’s rating by 
superior. A strong positive correlation wouid mean thnat 
superiors rated subordinates lower if their personalities 
were very different. Conversely, a strong negetivy 


correitation would mean that superiors rated subordinates 
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higher if their personalities were very Similar. Fi 
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low correlation would mean that tnere is nso rela 
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hetween superiors rating of subordinates’ effectiveness 


ang the similarity or dissimilarity of their personalities. 
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ihis chapter reports the resuits of the research study 


that was conducted. Tt will report: (i) the regression 


resuits with peer rating as the measure of effectiveness, 


(2) the regression resuits with superior ratings as the 
measure of effectiveness, CSF. the results of the T-tests 


between the most effective and least effective consultants, 
{43 the correlation between superiors’ ratings OT 
subordinates and the similarities/dissimiiarities of their 


mersonality characteristics. 


Sees ORESSION RESULTS 


ee “(=isie Saveess als Aas The Measure OF EF Fectiveness 


Table i in Appendix I reports the stepwise multipie 
regression results when the four personaiity instruments 


Were used separately to predict peer rating effectiveness. 
A review of this table reveals that 14PF was the instrument 
that best predicted peer rating effectiveness. LSPr 
predicted peer rating with a multiple correlation af .354 
which accounts for 32 percent of the variance associates 
with peer rating. 

Table 2 in Appendix I reports tne ten variables tram 
the four personality instruments which were tne best 

ie 


predictors of peer rating. These ten characteristics along 


with tne knowledge test scores were then used to determine 
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the finai prediction equation. The results can be found in 


Table 3. With the Knowledge test added to the iist of 
independent Yariables, the muitipie correlatian 
coefficient inmcrsased to .709, accounting for 30 percent of 
the variance associated with peer ratings. 


The eleven most predictive variables associated wrth 
peer ratings are presented in fTabie 4.1. Each variable 185 


listed in tne order it entered the regression eqauaticn, 
wnich indicates the order in which tne variables contribute 
te prediction. 


Table 4.1 


Eleven Most Fredictive Variables Of Feer Rating 


Yariable Instrument 
rnowledge Knowledge fest 
4 (Relaxed vs. Tense? Tore 
_ ¢Trusting vs. Suspicious) Hes) acl 
mM €Practicai vs. Imaginative) Pore 
Yellow Chile Personalysis 
Yellow Parent Fersonalysis 
Yellow Adult Fersonalysis 
FI (Extrovert vs. Introvert) Myers-Briges 
Blue Parent rersonaiysis 
SN (Sensing vs. Intuition?) Myers-Brings 
H (Shy vs. Bold) 1ere 

fee Superior Rating As The Measure Of Effectiveness 


fable 4 in Appendix [I reports the stepwise muitisie 
reeression results when the four personality INstrumenes 
Were used separetely to predict the effectiveness rating by 
superiors. A review of this tabie reveais that Fersonelysis 


was the instrument that best predicted superior rating 


effectiveness, with a multipie correlation coefficient of 
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WITH superior ratings. 


Table 3 in Appendix I 
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were the best predictors of superior rating. These 
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with the Knowledge Test scores were used in 
S stepwise muitiple regression in order to determine the 


final prediction eqnation The resuits of this regressian 


can be found in fable & of ADpendix I. With knowledge acdec 


28. the list of independent variables, the muitioie 
correlation coefficient increased to .350, accounting for 30 
percent af the variance associated with superiar ratings. 


In summary s the ten most predictive variabies 
associated with superior rating effectiveness are presented 
in Table 4.2. Fach of these variables is listecgd in the 
Order it was entered into the regressian equation. 

Table 4.2 
Ten Most Predictive Variabies Of Superior Rating 
Yariable Instrument 
Enawiedas Enowiedage Test 
SN (Sensing vs. Intuition: Myers-Briggs 
Yeliow Parent Fersonaiysis 
JP (Judging vs. Perception) Myers-Bbrigas 
Blue Farent Fersonalysis 
L (Trusting vs. Suspicious) oe 
Breen Parent Fersonalysis 
BRB (foncrete Thinking vs. Abstract 
Thinking) peer > 
M (Fractical vs. Imaginative) 16re 
Yeiiow Child | Personalysis 
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Ee T-TEST -ReSsGieasS 
ne F-test compares the mean scores of two different 
gGreups of subjects. In this study, the two different groups 


of subject are the most effective consultants and the least 
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lve cansultants. Fach group’s mean score for the most 
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predictive variables identified by the regression analy 
was compared. 
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9 Getermine tre two groups, the peer rating and 


superiar ratina scores were averaged ta glv2 one 
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efrrectiveness measure for each subdject. This average was 
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computed because peer and superior rating are highi 
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efrective and least effective groups. 

Tne mean far this single effectiveness score was 29.7, 
Wlth a standard deviation of 45.1, a low total score of 18, 
anq aeHigh  totai score of 43 out of a maximum of 46, 
Next. matural breaks in the distribution were souqnt. Group 
1, the most effective consultants, onsisted of 22 subjects 
With a score greater than 25. Group 2, the least effective 
consuitants, consisted af 25 subjects with a score iess than 
Zo. Table 7 of Appendix I reveals the results of these iT- 
tests. 

A review of Table 7 reveais that there were a totai of 


if variables that were mast predictive of peer and superior 


ratings. There were significant differences Detween the two 


groups or consultants +for nine of the 14 variables. Pne 
nine@ variables with significant differences are: 
Pee ee ee | ihe mest StTeetive consuitants scored an 
average of 697.8 percent of the Fnowledge trest, while 
the least effective consultants scored 33.9 percent. 
<=. Yeilow Parent —- The most effective caonsuitantsS had a 
greater amount of Yellow Farent characterisitcs. (Sse 


Appendix F for more cetaiis? (Fersonalysis) 


S. Blue Parent —- The most effective consultants nag a 
greater amount af Biue Farent characteristics. (See 
Appendix F far more details) (Fersonalysis) 

4. Green Parent —- Tre most effective consultants nad 
less green parent characteristics. (See ApNendcIix FF 
for more details) (Parsonalysis) 

fee Coensing Vs. Intution) - The most erfective consui-— 
tants were aintuitive, whiie the tleast effective 
consuitants were sensing types. (Myers-Brigqags) 

Seer ew teoging vs. FPerceptive) - The most effective con— 
Suitants were perceptive, while the least effective 
consuitants were judging types. tMyers—-Briggs) 

7. H (Shy vs. Bold) — The most effective® consultants 
were Bold white the least effective consuitants were 
shy. (C1éPF) ; 

S. L (Trusting vs. Suspicious) —- The mos effrective 
consuitants were trusting while the Ileast effective 
consuitants were suspicious. (1oOPF) 

9. 4 (Relaxed ws. Tense?) —- The most 


salen Als) (ele te Hts’ 
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et U 
were relaxed, whiie the least effective consultant 


were tense. (14PF) 


tr. CORRELATION BRE TWEEN is ee RATING OF A 
SUBORDINATE 'S pipet. | LYENESS AND THE SIMILARITY QF 
Presihtenmity OF THEIR PERSONALITIES 
The regressions, when superior ratings were usea as the 

measure of effectiveness, resulted in ten variables that 


were most predictive of effectiveness. in order to examine 


the correlation between the superior ’s rating of a 


subordinates #ffectiveness and the Similarity or 
dissimitiarity of their personalities, an absoiute value 


n 


difference score was computed Fone ni ne Ce eo ee 


predictive personality characteristics (knowledge WAS 
omitted}. These difference scores were then added ta 
form a total gcditference for each individual. These 
difference scores were then correlated to the superior s 
rating af aoe individual. The resuiting correlation 
coefficient was —-.309 with a P-value of .72. The resuits of 


an additionsi examination testing the relaticonship of single 
mersonality characteristic differences and subordinates 
effectiveness 15 reveaied in Table & of Appendix I[. 
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A review of Table 8 shows that there were no significan 
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POSitive or negative correlations. in generai, there sere 
mo positive correlatians greater than Pie and no negative 
correlations less than —-.20. 

Thus, the results supports the hypothesis that there is 
mG significant correlation between a superior’s rating of a 
suborcdinate’s Si 2eti ema and the Simiiarity or 
Gissimiiarity of their personalities. This i5 turn provides 
support for the effectiveness instrument used in this 


research study, 1. e. that the superiors rated their 


subordinates effectiveness without regard to personality. 


D. SUMMARY 
The resuits of this study indicate that rertain 


personality characteristics can be used to predict 


effectiveness. Wnen an indgicatar of knowledge 15 combined 
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WIth personality characteristics, prediction capability i 


maily, tne resuits indicate that 
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ennanced. Adagiti 
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Significant differences in nersonality characteristics 
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between the most effective and least effective consuitants. 


Finally, the resuits provide support for tne objectivity of 
the supericars’ effectiveness ratings. Cnapter a 2 ae a | 
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Grsetiss these resuits in more detail. 


Y. DISCUSSION, RECOMMENDATIONS AND CONCLUSIONS 


In the first part of this chapter the resuits of thi 
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ome methodological issues concerning the res 
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discu 
So jJSCE. Finaliy, conciusions and recommendations far 


future study are addressed. 


A. DISCUSSION 


Throughout this research the authors Rave examined the 


a 


relationship between OD consultants’ personalities and their 
effectiveness as consultants. The results indicate that 
Ppersonslity chracteristics can be used to aAredict consuitant 


effectiveness. ie WAS also determined that certain 
personality characteristics seemed to de better predictors 


oF effectiveness than others. Finally, when a measure of 3 
cansultant’'s knowledge is combined with the pest predicting 


mPersonmality characteristics, 3G percent of the variance 


associated with peer ratings as an effectiveness measure is 
explained. Pinay. there are significant differences in 
the Cnaracteristics that are most precictive oF 


effectiveness when they are examined for two groups, the 
most effective and fesed effective consuitants. 

The group which was composed of the most erfective 
consuitants was more knowledgable. The measure af knowiedge 


was Dased on Burke’s “Assessment Questionnaire for Knowledae 


ang Understanding of UD A nigh score on eins 


guestionnaire by the most effective group means that they 


have aA better Enowledge and understanding of OD theory and 


application. Enowledge increases the consuitant’s ability 
to answer a client’s technical questions. It nRelps them 


explain why they are recommending specific interventian 


steps. Finally. Knowledge iets the consultant annear as an 
expert aliowing the client to feel more at ease ast the 


ceonstltant recommends changes for the organization. 


Yellow Farent, Biue Parent, and Green Farent are 
characteristics obtained From Fersonalysis. The most 


effective consultants had more Yellow Farent than #Biue 
Parent, and more Blue Parent than Green Parent. Consuitants 
with a hign deeree of Yellow Farent feel a strona need to 
cooperate. They expect the opportunity to confer, they needa 
involvement from other People to soive problems. end trey 
identify witn group goals. In short, they tend to be 


adaptive, persuasive, democratic and good team piayers. 


The mast effective consuitants aiso hag aiiarge ge 
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Of Blue Farent. Consultants with a high Gegree of 
Parent are individualistic, working best in autonomous 
Situations and doing less well under close supervision. 
Biue Farent is also indicative of a person who is thouenttul 
and intuitive. 

Another interesting finding 15 the fact that the mos 


effective consultants have significantly less Green Faren 
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than the a effective consuitants. This impiies that the 
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ipast effective consuitants do not respond wel i to 
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antonomeus management, but instead desire clear, direct 
management. They need predictability and use past 
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eriences and facts to analyze risks and make decisia 
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The least effective group also has alow tolerance -far 
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maiguity. 
In summary , tne characteristics obtained from 


are 


Wn 


FPersonalysis imply that the most effective consuitant 


pred 


team players, working best under autonomous conditions, 


free of a tlarge degree of external control. Tney are 
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tnoughtful, aintuitive and have a high tolerance 


ambiguity. 
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Mext, two characteristics obtained from the Myers-Briags 


ae = 





Type Indicator were found to be significantly different 
between the two groups of consultants. First. the most 
effective cansulitants were intuitive types whiie the tieast 
effective were sensing types. This difference implies that 
the most effective group is more likely to tloak =~*Ffor 
possibilities and new relationships than to only work with 
known facts. In other words, curing an OD intervention tne 
consuitants that are intuitive will look beyond the facts. 
Tney will search deeply into the client’sS organizatian 
ferreting out relationships among the facts in an effort to 


discover the potential causes of the problem. Secona, the 


most effective consultants were perceptive while the ieast 








effective group was more judging. This di¢tference impiie 
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that the most effective group iS more flexibie ana 
spontaneous than the ieast effective group, able to responcd 


to tne immediacy of a sSituatian vs. prejudging it. in 


summary, the most effective consuitants are more responsive 


i 


to giffering situations and more ressurcefui in soiving new 
and challenging problems. 

Finally, three characteristics obtained Trom ~lere 
resulted in significant Gaifferences Between tne two groups 
of consuitants. These three characteristics are centered 


meena self-confidence. The most effective consultant i 


ID 


Ul 
OF 


more sociaily bold, more trusting and more relaxed than thes 
least effective consultants. Cansultants that are more bois 


are venturesome, are willing to be more spontanesus with n: 
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deas. They are "thick-skinned", meaning they are 


eas 
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afraid ta suqgest new and different ideas to eip resoive a 
conflicting situation. They are not afraid to interact with 
peapie and do not expect to be ignored or iaugnec at. 
Cnhearacteristic of DeInNg more trusting indicates that tne 
most f#¥fective consuitants are less jealous and more 
coliaborative. They are conseguentiy more open and 
tolerant. In consulting this characteristic iS critical. 
When the consultant is honest and open, he encourages tne 
same behavior in the client, resulting in more infomatian 


flow for probiem soiving and a great willingness on the part 


of the ciient to risk changes. Finally, the most effective 


aes 


consultants are more relaxed. They tend to remain composea 


even during tense or frustrating situatians. Thus. the 
more effective consuitant will appear more expert anq self-— 


confident to the client. 


He METHODEGLHGIUCAR 1sSsuEs 
While conducting this research several methadologicai 


issues surfaced. Tne first issue centered around the amount 


iH) 


ef time each subject needed to compiete the four personality 


nmstruments;, the knowledge questionnaire, the eftectiveness 
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measures, and the demoaraphic survey. On several occasions, 


the researchers were approached by subjects who stated tnrat 


By 


the data gathering phase took too long (2.02 to 2.5 hours). 
While tne large amount af data collected increases the 
Yalidity of the study (eq. the overlap in personality 
characteristics between various measures), the lengthy time 


required of subjects may have contributed to some data 


Gathering short falis. One that seems plausible is the fact 
that the FIRO-B instrument was usually the last instrument 
completed. Tr was also the least predictive of tne four 


personelity instruments. FIRO-3B has been used by many atner 
researchers and is considered to be an effective instrument. 
The fact that it was completed iast, following three ather 
personality instruments, may indicate that the subjects did 
not treat it as enthusiastically as they Seater the first 


Instruments. 


Tne issue of time was discussed among the researchers oan 


several occasions prior to the data qatherin 


0] 
bed 
ei 


phase. 


fact, the amount af time each instrument was to take became 


fl 


mM important criteria for instrument selection. THis 1Sssue 
iS important and should also be addressed in future studies. 
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nere is clearly a tension between keeping subjects alert 
and interested and the need to collect tne relevent adata. 
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ne second metnodological issue 18S centered sround th 
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effectiveness of OD consuitants. These researchers eiectecd 
tO use peer and superior ratings as SeffectiIiVenesess measures. 
Feer rating was chosen because OD consultants reliy on 
reputation among fellow cansuitants to help buiid a client 
hase. superior rating was chosen because it is used 


effectiveness. An 
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Ehrougneout the military as the measure 


Measure nF effectiveness that would 1ncrease 
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additiona 
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tne validity of this study would be clients ratings. 
Clients’ opinions of the success af an OD intervention are 
€a Ss1ianificant measure of a cansultant’s effectiveness. 
Dne problem is however, that ciients often oaniy have 
experience with ane consultant thus not Raving a comparisan 


pase. Anether problem is the identification of the ciient. 


One part of the client system may be aquite satisfied. while 


another is not. It may not always be that the commancing 


officer’s satisfaction is always highly correlatec with what 
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is best for the organization. So determining wno to sel 


as the client offers some challenges. 
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A research project oF this tYPe 1S essentiaily 
expicratary, 2ts Principai functian Aaving heen rne 
determination oaf the reiationsnip between persanaiity 


Char setertict es and the effectiveness of GD cansultants. 


The results of this study do indicate that there is a 
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relationship hetween effectiveness ang persona 
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ceharacterist:iecs. 
These results can be Lised as a Dasis #or further 
research. One area for further research 15 a continuation 


of this study, using civiiian OD consultants as the 


subjects. Such a study would be a test of the reliability 


of these resuits as well as xtending its generalizina 
ability. Tt additianal studies generate the same results. 
then further research could be conducted to develop a single 
nersonality instrument that measures oniy those 


characteristics most predictive of effective GD cansuitants. 


Tt could be used as am initial screenin tool similar temas 
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Ss re screened #or aviation trainin 
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instrument developed to measure consultant cnaracteristi 
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most predictive of success could be an valuabie taol 
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Achievement 


Adaptability 


Advocate 


Affiliation 


Ambiguity 


Analytical 


Articulate 


Charisma 


Collaboration 


Competent 
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Perceptive 


FOlLee 


Positive 


Reassuring 
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Respectful 


Risk-Taking 


Self-confident 


Self-controlled 


Sensitive 


Spontaneous 


Stable 


Tactful 
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INSTRUCTIONS: INDICATE THE DEGREE TO WHICH EACH CONSULTANT 
MEASURES UP TO EACH STATEMENT BELOW BY 
MARKING THE APPROPRIATE NUMBER FROM THE 
SCALE TO THE ANSWER -SHEET. 
i. Does tnis consuitant know organizational effectiveness 
theory? 
Yery low low moderate high very high 
degree degree . degrees Geqree Gegree 
| | | | 
1 se a 4 ra 


ae is this consultant 


willing to confront others on their 
point of view? 


very low low moderate high very nigh 
deqree dearee degree cgeqree degree 
i | 
4 es = 4 a 


ane Does this consuitant develoo new skills in others? 


very iow low 


moderate high yery high 
Geqree degree cegree degree degres 
| | a 
1 Re cs 4 2 





4, Ts this consultant able to facilitate discussion of 
Sensitive issues”? 
very low low moderate high very hich 
degree degree deqree degree degree 
| i 
1 Fis a 4 a 


ae Does this consultant persuade oatners to see an 
aiternative point of view? 





very low iow moderate nhiah very high 
decree decree degree decree degree 
| | | 


f 


ie Does this consultant make sense of complex data 
using theories and madels”? 


yYery low low moderate nigh Yery high 
decree degree cdeqree Gecree dearee 
| | 
4 z Ee 4 5 


ie Does this consultant use his knowledge of the 
infiuencial peopie in the arganization to pian his 
course of action”? 
very low low moderate high very rian 
deqree cegree deqree degree degree 
| | | | 
1 = as a = 
= Does this consultant adjust his behavior to fit tne 
culture of the cilent system? 
very low low moderate high yery hioh 
dearee ‘degree degree cdegree ceqree 
| | 
1 Fis ms 7 ei 


oe Is this consultant goal-oriented in his interventions? 


very low ‘low moderate hign Yery hiagn 
Gdeqree degree degree Gegqree degree 
| | | | 
i a as + a 


APPENDIX C 
iGPF —--CAPSULE DESCAIPT TSH Sa er Vee ee oy 
FERSONALITY FACTORS 
Factor A 
Reserved, vetached. Critical, Cool, Impersonal 
Feopie who score iow (sten of 1 to 3) on Factor A tenc 
to be stiff, cool, skeptical, and aloof. They like things 
ratner than neopie, working alone, and avoiding compromises 
of viewpoints. They are likely to be precise and "rigid’ 
tneir way of doing things and in their personai standards. 
In many occupations these are desirable traits. They may 
tend, at times, toe be critical, obstructive, or hard. 


YS 


Warmhearted, Gutgoing, Farticipating, Interested in People. 
Pasy-going 


Feople who score high (sten of 8 to 190) on Factor A tend 
to be goodnatured, easygoing, emotionally expressive, reagy 
to cooperate, attentive to peaple, softheartedad, kingly. 
adaptable. They like occupations cealing with peaplie anda 


socially impressive situations, and they readily torm active 


Qgroups. they are genercus i1nmh personal reiations, iess 


i 


afraid of criticism, better able ta remember names oO 
people. 
FACTOR B 
Less Intelligent, Contrete-thinking 
fhe person scaring low on Factor & tends to be siaow ta 


learn and grasp, dull, given to concrete and literal 
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interpretation. This dullness may be simply a reflection of 
low intelligence, or it may represent poor functioning due 
to psychopatnology. 
VS. 
More Intelligent, Abstract—-thinking, Bright 
Tre person who scores high on Factor 8B tends to be oauick 
Tj 


tO grasp ideas, a fast iearner, intelligent. here 1s som= 


correlation with level of cuiture, and some with aiertness. 


igh scores contraindicate deterioration of mentai Function 


Ny 


an patholagical condition 
FACTOR C 


Affected Feelings, Emotionally Less Stable, easily Upset. 
changeable 


* 


The person who scores iow on factor C tends to pe low in 


Jee! 


frustratian tolerance For unsatisfactory canditions., 


Changeable and plastic, evading necessary resiity demands. 


neuroticalily fatigued, fretfiui , easiiy annoyed ana 
emotional, active in dissatisfaction, nmavinag meuratic 
symptams (phobias, sieep qgisturbances, peycnosametic 


complaints, etc.). Low Factor C score is common to simost 


~~ 


ail forms of neurotic and some osychotic disorders. 
YS. 
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Emotionally Stable, Mature, Faces Reality, Caim. Fatient 
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The person who scores hign on Factor 
emotionailiy mature, stable, realistic about life, unruftied, 


possessing ego strength, better able to maintain sciid group 


ml. 
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morale. This person may be making a resigne 
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SRhrewao clinicai observers hav 
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uncgeriyin 
msycnatic opoatentiai. 


Ts 


Humble, Miid, Accommodating, easiiy Led, Conforming 
Individuais scoring low on Factor E tend to 
erhers, ta be docile. and to 


contftorm. 
dependent, 


often 
cenfessing, anxious for obsessiana 


LH1S pasSivity 15 part Of many neurotic 
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syndrames. 


a“ 
7 


*, 
i 


Assertive, AGoressive, Authoritative, Competitive, Stubborn 


indiviquals scoring hign an Factor £— are assertive, 
assurea, 


— 


and indepencent—-minded. 


sejift- 


They tend to pe austere, 
iaw to themselves, 


{v 


hostile aor extrapunitive, 


authoritarian 


(managing otners), and disreaarding af 


autnority. 


FACTOR F 
Sober, Prudent, Serious, Taciturn 
Low 


scores on Factor F tend to be® restrained, reticent, 
ang aiuntrospective. They 


are sometimes dour, pessimistic. 
unduly deliberate, and cansidered smug and primiv correct Dy 
observers. They tend to be sober, 


dependablie people. 
YS. 
Happy-go-lucky, Impuisive Lively, 


Enthusiastic, 


Heediles 
High scores on this trait 


talkative, 


Wn 


tend to be cheerful, active, 
frank, xpressive, effervescent, 


and carefree. 


7 : 


whey are trequently chosen as eiected leaders. They may be 
implusive ang mercurial. 
ae i 


Expedient, Disregard Rules, Feels Few Obligations 


os 
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Peapie who score law on Factor & tend ta be unsteady 


r 


purpose. They are often casual and iacking in effort #F 
Group undertakings and cultural demands. Their freedom fram 
Group influence may lead to Br eee aeeee Put at times 
make them more effectie, while their refusal to be bound by 
rules causes them to have less upset from stress. 
YS. 

Conscientious, Fersevering, Froper, Moralistic, Rule-bouna 

Feople who score high on Factor & tend ta be exacting 1n 


character, dominated by sense Of duty, persevering. 


Ny 
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responsible, planfui, "fill the unforgiving minu 
are usuaily conscientious and moralistic, and they orefer 


narad-working people a witty companions. The inner 


mM 


ategorical imperative" of this essential superego (1n the 
Be ewOemalyere sense) should 6e dristainguishec trom the 
superficially similar "social ideal self” of +t. 
FACTOR # 

Shy, Festrained, Threat-sensitive, Timid 

Individuals who score low on this trait tend to be sny, 
withdrawing, cautious, retiring, “wallflowers. " They 
usually have inferiority feelings and tend to be siow ana 
Ef 


impeded in speech and in expressing themselves. ney 


“I! 
Jook 


dislike occupations with personal contacts, prefer ane or 

two close friends to large groups, and are nat saver es 

ESeping in contact with all that 15 going on around then. 
YS. 


AOATAReEOUS 
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Venturesome, Seciaily bold, Uninnhibdited, 


Individuais who score mRigh of Factor H are sociabtie, 


hola, ready to try new things, spontaneous, and abDuncgant in 


z 


emotional response. Their "thick-skinnedness" enadles them 
to face wear and tear in dealing with people and grueiing 


eEnati 
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nai situatians, without fatique. However, tney can be 


careless of detail, ignore danger signals; and consume much 


rt 


ime taiking. They tend to be "pushy" and actively 


interested in the apposite sex. 


Tough-minded, Seif-reliant, Reaiistic, No-nonsense 


Feople who score low on Factor Tf tend to be tough, 


frod 
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realistic, “down-to earth,” aundependent, responsibd 
ceenptical Of subjective, cultural elaborations. 
sometimes unmoved, hard, cynical, smug. They teng to Keep a 
group operating on a practical and realistic "“nae-nonsense” 
basis. 
YS. 

Tender-minded, Intuitive, Unrealistic, Sensitive 

Feople wha scare high on Factor I tend to ne emotianaliiy 


sensitive, day-dreaming, artistically fastidious, and 


fanciful. They are sametines demanding af attention and 





Help, impatient, dependent, temperamental, anc nat very 
ney Gisiike crude necplie and rough occupations. 


im a group, they aften tend to siow up group performance anda 


upset aroun morale by undue fFussiness. 


4) 
ary 


FACTO! 


' 
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Trusting, Adaptable, Free of Jealousy, easy to Get on With 

Tre persean who scores low an Factor L tends to be free 
Of jealous tendencies, adaptable, cheerful, uncompetitive. 
cancerned about others, a good team worker. They are open 
and tolerant and usually wiiling to take a chance with 


people. 


WS « 
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Suspicious, Self-opinionated, Hoc oo Sook. Skeptica 
Questianing 


Feopie who score high on Factor L tend to be mistrusting 
and doubtful. They are often involved in their own egos ana 
are self-opinionated and interested in ainternal, mental 
i Usually they are deliberate in their actians, 
unconcerned about other people, and poor team members. 

FACTOR 
Practical, Careful, Conventional, Fequlated by External 
Realities 

low scores on Factor M tend to be anxious to ado tre 
right things, attentive to practical matters, and subject to 
T 


the dictation of what 15 obviouslty possible. ney are 


Nei heads in 


rt 


concerned over detail, able to keep 


emergencies, but are sometimes unimaginative. in short. 


—_ 


ae 
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they are responsive to the outer, rather than the inner 


YS - 


Imaginative, Careseiess of Fractical Matters, Unconventional, 
Absent Minded 


High scorers on Factor M tend to be unconventioneai, 
unconcerned over everyday matters, seif-—motivated, 


aa 
ae 


imaginatively creative, concerned with "essentiai.”" often 

absorbed in thought, and obiivious of particular people ana 

physical realities. Their unrealistic situations 

accompanied by expressive outbursts. Their andividuality 

tends to cause them to be rejected in group activites. 
FACTOR W# 

Forthright, Natural, Genuine, Unpretentious 


Indiviguais who score low on Factor WN have 1 lee ee 


natural warmth and a genuine iiking for fpeopie, are 


— 


uF) 


uncompiicated and sentimental, ang are unvarnished in tneir 
approach to people. 
VS. 

Shrewd, Calenuati nee Soot Alert, Insightfuti 

Ingdivicguals who score high on Factor N tend ta be 
polished, experienced, and shrewd. Their approach to people 
ang probdiems is usually perceptive, harGcheadced, ANG 
efficient, ang unsentimentai approach to situations, an 


approacn akin to cynicism. 
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FACTOR @ 


Unperturbed, Selif-assured, Confident, Secure, Self-satisfies 


Fersons with ilow scores of Factor QO tend to be 
unrbtfied, with unshakable nerve. They nave Aa mature. 
unansxious confidence in _themseives and their capacity to 
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hings. They are resilient and secure, Dut to tre 
POINt Sf Deing insensitive of when A group is not goina 


aiong with them, so tnat they may evoke distrus 
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Apprehensive, Worrying, Troubled 


Fersans with high scores of Factor @ nave a strong sense 
OF obligation and nigh expectations of themseives. They 
tend to worry and #¢ee8i anxious and gquilt-stricken aver 


Biffticuities. Often they do not feel accepteG in groups oar 


free to participate High Factor O score is very common ta 
Climicai Groups of aii types. 

FACTOR el 
Conservative, Fespecting Estabiisnhed Ideas, (volii=feciete) (ec: 


Traditional DiFfFFficuities 


flow scorers on Factor @1 are confident in what they nave 


been taught to believe, and accept the "tried and true." 
despite inconsistencies, when something else might be 


better. They are cautious and compromising in regara to nes 
idess. Thus, they tend to oppose and postpone change, are 


inclined to go along with tradition, are more canservative 


- 
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VS: 
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Experimenting, Liberai, Anai, 


™e 


tical, Likes Innovation 
High scorers oan Factor @1 tend to be interested in 


rntellectuai matters and have doubts on fundamentai issues. 
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and inauiring regarding ideas 
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Rey are skep either cig 
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or new. lisuaily they are more well informed, less inciinesd 
ta meraiize, more inciined ta experiment in life generaiiy., 
and more tolerant of inconvenience and change. 
FACTOR G2 

Group Oriented, A "joiner" and Sound Folilower 

Individuals who score low on Factor @2 prefer to wark 
and make cGecisions with other peopie and iiike ang depend on 
sO0cial approval and Sanne one They tend to go aiang with 
the group and may be ety im individual resolution. Tney 
are. not necessarily gregarious by choice; rather they might 
need group suppeart. 

vs. 

Self-sufficient, Frefers Own Decisions, Resourcetfui 

Individuais who score nigh Of Factar G2 are 
temperamentaliy independent, accustamed toa going their own 
WAY’ 5 making Gecisions and taking action on their awn. They 
Pi eeeupe pubiic opinion, but are not necessarily dominant in 


their reiations with others (see Factor ££); in fact, trey 


could be hesitant to ask others for help. Tney co mor 
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dasiike people, but simpiy do not need their agreement or 


FACTOR 8.3 


Se | 


Undisciplined Self-conflict, Careiess of Frotocol. Foiiows 
Dun Lirges 


Feople who score tow on Factor @3 will not be botheres 


with control and have ilittie regard for sociai demande. 


)) 


They are impetuous and not overly considerate, careful, or 
painstaking. They may feel maladjusted, and many 
maladjustments (especialiy the affective, Gut not the 
paranoiagishow Ci-. 
vs. 

Controlled, Sacialily Precise. Foliowina Self-image. 
Lompuisive 

Feople who score hign on factor O02 tend to nave strong 
contrei of their emotions and general behavior, are inclined 
to be socially aware and careful, and evidence what is 


if 


commoniy termed SePift-respect"” and high regard tor sorciei 
reputation. They sometimes tena, nowever , ta ne 
perfectianistic and obstinate. Fefective leaders, and some 
paranoids, are Rhigh on Oa. 
Factor Hed 

Relaxed, Tranguii, Torpid, Unfrustrated 

Individuals who score iow on factor @4 tend to be 
sedate, relaxed, composed, and satisfied inot frustrated). 
In some situations, their oversatistaction can ieaGc tea 


laziness and low ovnertormance. In the sense that low 


motivation produces i1ittie trial and error. Lonversely, 


* 
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nian tension level may disrupt scnooi and work pertfarmance. 
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Tense, Frustrated, Driven, Restless, Overwrought 
4 3 3 , pers 
Indivicuais who score high on Factor 84 tend ta be 
tense, restless, fretfui, impatient, ang hard arivinga. Trey 
are aften fatigued, But unabie to remain inactive. in 
mouos they take a Qo0r view of the degree of unity, 
r = 7 4 


orgeriliness, and ieadersnip. Their frustration represents 


an excess oF stimulated, Dut uncdischarged, drive. 
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TATION GF SUPRNARY SCORES 
fmelusi om. High score means a strong Gesire for 


contact with people regardiess of who initiates it. Low 


UN 


core indicates preference for alaneness. 


Control. High score means a desire for structure. 


fy 


preference for qiving and taking orders, iow scores mean 


Seeetructtrs, a iaissez—-faire attitude with respect to 


authority, neither wanting to give nor receive orders. 
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Openness. Hian score indicates de e for a aqrest 
deal of exchange of affection and warmth. Low score means 2 
preference for more personal distance from peopie and more 


impersonai, Business-like relationships. 

: There are two concepts which cut across tne tnrree 
personality dimensions tinclusion, Control and Openness? ; 
these are Expressed and Wanted. 

Expressed. High score means active initiation oat 
benavior toward others. Low score ainmdicates iittie Gesirs 
FO initiate behavior toward people. 

Wanted. High score means you want other people ta 
initiate Bbehavicr towara you. Low score signifies a aqesire 
tO Rave other people not initiate behavior towaraq you. 
Foint total. High score means a preference for a great Geai 
Of iunteraction with people in all areas. Low score 
amndicates a desire ta have 1littie contact with people. a 


ese Se mone) alene anag uninvolved. 
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APPENDIX E 


MYERS-BAIGGS “ie Seen Eaton wee 


A Brie? Description of the 16 Fersonaiity Types 


ISTJ 
Serious, quiet, earn SUCCESS By concentration ana 


thoroughness. Practical, orderiy, matter-of-fact, icooleam 


e. See to it that everything 15 weii 


eos 


realistic ana cependaab 
organized. Take responsibility. Make up tneir oan mings as 
tO what should be accompilshed and wark toward it steadiiy, 
regardless of protests or distractions. 

Live tneir outer iife more with thinking, inner more 
With sensing. 

Ste 

Ceol oaniookers, quiet, reserved, observing anc anaiyzing 
iife with cGetached curiasity and unexpected flasnes of 
Briginal humor. Usually interested 1m impersonal 


pBrincipies, cause and effect, Or now and why mechanic 
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pot 
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things work. Fxert themselves na more than they th 


Ps 


rt 


= 


fend 


mecessary, because any waste of energy wouid be ineftfic 
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Py 


Live their outer life more with sensing, inner more with 
Eh lik bme. 
Eole 
Matter-of-fact, do mot worry or hurry, enjoy whatever 
crames along. Tend to like mechanical things and sports, 
with friends on the side. May be a bit Blunt oar 


insensitive. Can do math or science when they see the need. 





Dislike long explanations. Are best with real tnings that 
can he worked, Randied, taken, apart or put pack together. 


Live tneir outer i172 more with sensing, inner more with 


C) 


ESTJ 

Practicai realists, matter-of-fact, with a naturai Read 
or Business or mechanics. Mot interested in subjects they 
see no use for, But can apply themselves when necessary. 
Like to organize angdiorun activites. Tend toa run tninogs 
Wweli, especially if they remember to cansider other peapie’s 
Feelings and points of view when making their decisions. 

bive their outer life more with thinking, inner more 
Sensing. 

ISFJ 


V—_ hd 


Buiret, triendiy, responsibie and canscientious. Wor 


ee 
oc 


devotedly to meet their obligations and serve their triends 
and school. Prhorougn, painstaking accurate. May meec time 


tO master technical subjects, aS tneir interests are nat 


ty 
frost 


often technica!. Fatient with detail and routine. i oy 
considerate, concerned with now other peoapie feei. 


live their outer life more with feeiing, inner more with 


: 1SFE 
Retiring, anuietiy friendly, sensitive, modest about 
their abilities. Shun disagreements, do not force their 


opinions ar values on others. Usually do not care to isaac 


Bi 


feats 


but are often iocyai followers. May De ratner relaxed apout 


assianments or ecetting things done, because they enjay the 
Gresent moment and do not want ta spoil it Dy undue Raste or 


So 4eFt. one 


Live their auter life more with sensing, inner more withn 


ESEF 
Outgoing; easygoing, accepting, friendly, fand of a good 
time. Likes sports and making things. EKnow what's going on 
and join in sSsageriy. Find remembering factS easier than 
mastering theories. Are geet in situations that neeseq sound 
common sense and practical ability witn peapie as weli as 
with things. 
Live their outer lite more with sensing, inner more with 
feeling. 
ESFJ 
Warm-hearted, taikative, popular, conscientious, bern 
cooperators, active committees members. Aiways cooing 
something nice far scameanne. Work best with plenty af 
encouragement and praise. Littie anterest ain abstract 
things ar technical subjects. Main interest iS in things 
chat directiy and visibliy affect people’s lives. 


: live their outer life more with feeling, inner mare with 


sensing. 





INF J 


succeed by perseverance, Galgamaiity and desire to ao 
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or wanted. Put their best efforts inte 


rt 
fl. 
ID 
C). 
N 


ever nee 


Joa 
UN 


= 


their work. Buretiy forceful, conscientious, concerned for 


others. Res 


[nde 


ected far tne 


MN 


r firm principies. Likely to be 


15) 


fe@ereo and foilowed tor their clear convictions as Les how 
best to serve the cammon aqood. 


Live their outer iife more with feeling, inner with 


INFP 


Fuli of enthusiasms and tloyaities, but seidom taik ar 


these until they know you well. Care about learning, ideas. 


ood 
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Guage, and independent projects of tneir own. Aor to be 


On yearbook staff, perhaps as editor. Tend to undertare ico 


much, then somehow get it done. rienaly, Bure sorter toc 


fod 


eaopsorbed in what they are doing to be saciablie or notice 
much. 

Lave their outer life more with intuition, inner more 
with feeling. 

ENF J 

Fesponsive and responsible. Feei reali concern for wnat 
others think and want, and try to nandie things with due 
regard for other peopie’s feeiings. Can present 4 proposai 
or lead a group discussion with ease and tact. Seal ac. =. 
popular, active ain schoal affairs, But put time enougn an 


their studies to do @aood work. 
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Live their outer life more with feeling, inner more with 
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INTJ 
Have originai minds and reali drive which they use aniy 


Oo th 
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for their own purposes. In fields that 3 
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m they 
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nave a Fine power tO organize a job and carry it throucgn 


with or without help. Skeptical, criticai, imgepencent, 


jon 
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determines, often stubborn. Must learn to yieic 
important points in order to win the most important. 

Live their outer life more with thinking, inner more 
Hiecis -1 Meu Bae. 

INTP 

Muiet., reserved, briiliant in exams, especialiyv in 
theoretical or scientific subjects. Logical to tne paint of 
hair-splitting. Interested mainiy in ideas, with iittie 
liking for parties or smail taik. Tend to nave very snarpiy 
defined interests. Need to choose careers where some strong 


interest of theirs can be used and useful. 


fave their souter 1i1fe& more with intuition, inner more 


L 


Wwitn thinking. 
ENTP 
Suick, i anqenious, good at many things. Sstimuiating 
company, alert and outspoken, argue for fun on eBitner side 
Of A Question. Resourceful in solving new and chailenging 
problems, but may neglect routine assignments. Turn to one 


new interest after another. Can always find logical reasons 
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for whatever they want. 


Mev EnS|i1r Outer lite more wa ti ri Bm ele ecla ten | ee ee inner mare 


ENTJ 
Hearty, frank, able ain studies, ieaders in activities. 
lisueally good mn anytRing that requires reasoning and 
inteiligent talk, such as public speaking. Are weili- 
informed - and keep adding to their fund of Enowledge. ray 
sometimes be more positive and confident tnan their 


experience in an ar@a warrants. 
have their outer life more with thinking, inner more 


Hrth intuition. 
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ADULT -- FREFERRED STYLE OF MANAGING SELF AND OTHERS 
RA -- Red Adult: 
Enjoys leadership roies. Will give strong directiacn. 


Wants cancrete results. is autnoritive. fakes em 


arge. 
Uses personal power to get things done. Is practical and 
reaiistic. 

Freters to manage thase who will take direction and gst 
results, 

YA -- Yellow Adult 

Enjoys roles that involve coordinating activities. 
Wants to involve others. Will delegate and gives fiexibis 
leadership. Organizes athers to get things done. Uses 


democratic methods. Pramotes cooperation 
identi 


Fie 
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rs to manage those who tify with group gaoais. 
GA -- Green Adult 
Enjoys roles that deal with structuring and monitorine 
activities. Likes to be systematic and orderly. Wants to 
pertorm accurately and in a timely manner. Ts cautious ana 
reserved. 


Frefers to manage those who respond to management By 


policies and requiations. 
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BA -- Blue Adult 


an }JoOYS crative problem-solving roies. is mentaily 
active and ilkes to deveiop Aiternatives. is 
wmagividualistic and seif directed. Will give a ist of 
freedom. Synthesizes knowledge to pian. 

Prefers to manage those who manage themselves. 
PARENT —-- PREFERRED STYLE GF BEING MANAGED 

RP -- Red Parent 

Wa id “spect to know tne sShart—-term objectives. Wants toa 
be given concrete and specific information. Feeis there 


ought to be tangible results. Feels insecure if superior is 
uncertain. 


Does not respond well to passive, indirect management. 


un 


YP -- Yellow Farent 
Wili expect to be involved in decision-making. Wants an 
informai relationship with superiors. Identifies with 


organizational goals. Feels auinsecure if superior denies or 


Does not respond well to rigid, Bureaucratic cantrol. 


GP -- Green Parent 


Wild xpect consistent, baianced treatment. Wants 
Stated procedures, reguiations. Needs to Know speciric 
areas af accountability. likes to folicw a system ana 
expects fairness. Feels insecure if superior faiis ta 


provide guidelines and structure. 


Coes not responaG weli to management that 15 vaque about 


pracedures and expectations. 


BP -- Blue Farent 


Wali xpect freedom to be self-directed. Wants to 
xpress ideas and nave input. Is conscientious. Rerines 
directions by asking questions ang understanding “why”. 
bikes an "“apen door” policy. 

Does not respond well to direct authoritative demands. 
Pniia —-- MOTIVATIONAL NEEDS 

RC -- Red Child 

NMeecs to feel he is achieving short-term gqoais. Wants 
to earn respect through tangible accomplishments. Neeac= 7o 
feel dominant with authority to act indepencently. Responds 
megativeliy to delays in actian. 

YC -- Yellow Child 

Needs to feei Re 15 maintaining a positive influence 
Over otners. Wants to keeo options open LO maintain 
Flexiblity. Uses positive feedhack to measure success. 
Wants affirmation and attention from others. 

GC -- Green Child 

Needs to feel he 1S)06 6ommaintaining = control. Seers 
predictapdiiity and consistency. Wants others to respect his 
territorial rights. Needs to analyze to minimize risks. 
Chance must be justifiable. Requires accountabiiity. 
Responds negatively to pressure for rapid change anc 


gdecisian making. 





Be ——-Blue Child 


Needs to feel he 


1s achieving uncgerstandinga. Pust 
genuineiy vaiued. Depends on exchange of feegdack ta 
understood. Is sensitive and wants Ciloseness 
reiationsnios. Resnonds negativeiy ra jack 


ecommunication. 
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ASSESSMENT QUESTIONNAIRE 
FOR 
KNOWLEDGE AND UNDERSTANDING 
OF 
ORGANIZATION DEVELOPMENT 


W. WARNER BURKE 


Please record your answers on the separate answer sheet. 


1. 


While organization development may mean any of the following, it is most 
closely identified with 


a) management improvement. 
b) growth. 

c) change. 

d) decentralization. 


Which of the following depicts best a fundamental principle of human 
behavior on which OD is based? 


a) Organizational performance improves as individual emplovee autonony 
increases 

b) Involvemenc in decision making leads to commitment 

c) Humanization of work increases productivity 

d) Decentralization relates positively with organizational performance 


Which of the following values is most closely associated with organization 
development? 


a) Power decentralization 

b) Humanistic treatmence of organizationai members 
c) Racial and sexual equality in the workplace 

d) Career developmenc is a right of employment 


Maslow's and Herzberg's theories of human motivation are similar, yet a 
fundamental difference between the two is that 


a) Herzberg ignores ego needs. 
b) need theory is not the underlying basis of Herzberg's thinking. 
c) Hygiene factors do not correspond in any way to Maslow'’s hierarchy. 
d) Maslow's theory is represented by a single hterarchical continuun, 
whereas Herzberg postulates two continua. 
The phases of OD consultation from "entry" through intervention and “evaluation” 
are based on Lewin'’s broad framework of change phases, which are 


a) diagnosis, feedback and change, 

b) diagnosis, action research, and intervention. 
c) feedback, change, and evaluation. 

d) unfreeze, change, and refreeze, 
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To determine readiness for change in an organization, Gleicher has developed 

a formula that not only helps to clarify the imporcranc dimensions for con- 
Sideracion but how they interact as well. The formula is C=abd>R where 

C = change, a = level of dissatisfaction with the srarus quo, b = clear 
desired stare for the organizacion, and d = the initial steps toward a desired 
state. R in the forumla therefore represents 


a) reactions to the desired state by organizational members. 

b) cost of changing or resistance. 

c) organizational members dissatisfaction with the reward system. 
d) reaction to che change process. 


The concept which describes best the OD consultant's approach is: 


a) systems analysis. 
b) social change. 

¢c) socio-tecnnical. 
d) action research. 


In assessing at the entry Stage the feasibility of an OD effort, the besc 
incicarion is whecher 


a) the client has a budger line available. 

b) there is good interpersonal "chemistry" bercween the OD consultant 
and the clienc. 

c) the client has enough power in che organization to take action. 

d) the ciieut will agree to support an evaluation of the project. 


Once the OD practitioner has passed the entry pnase of consulcation the 
Mexteaecivity isto 


a) plan the specifics of the change effort. 

b) explain the model she will use for diagnosis. 

c) establish an agreement as to whac will be expected of the practitioner 
and tne client. 

d) plan with the client how tne OD effort will be evaluarced. 


As a part of the contracting phase of an OD effort, it is esvecially importance 
G@umalsbe-verou the client whac he or she can expec from vou, the consuicianc. 
Teviswaisctcas important for you toc: 


a) specifv whact you expect from the clienc. 

b) clarify what you expect the outcomes of your effort to be. 

cc) specify that yau mav need to bring in addit:onal consultants/resources. 

d) clarify those activities on your part or other aspecrs of the OD 
effort that are non-negotiable. 


While a variety of methods for collecting information are used by OD 
practitioners, the most popular one is 


a) questionnaire. 

b) interview. 

c) survey. 

d) the annual report. 
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The best time to initiate discussions with the client about evaluation 
of an OD effort is during the 


a) contracting phase. 

b) feedback phase. 

¢c) action planning of the intervention phase. 
d) time between feedback and intervention. 


From among the following which leverage or motivation for change in an 
Organization is probably the best? 


a) Providing a clear statement and vision of the desired change. 

b) Appointing a manager who will be specifically responsible for 
managing the change effort. 

c) Providing information that shows discrepancies between what is 
desired (or ideal) and what is (or actual). 

d) Providing monetary rewards for behavior that helps to promote the 
desired change. 


Assume that you are consulting with a client-manager who has never experienced 
an OD form of consultation before. You have conducted interviews with hin 
and all of his direct-report subordinates. You next step is to provide 


a) him with a private oral summary of the interview results. 7 

b) him and his subordinates with a written summary of the interview. 

c) him and his subordinates simultaneously with a written summary of 
the interview results. 

d) the subordinates first with an oral summary of the interview results 
and then the manager. 


Which of the following aspects of an organization is the OD Practitioner 
likely to consider most? 


a) Organization chart 

b) Human resource development system 
¢c) Informal organization 

d) Intergroup relations 


The most important objective of the feedback phase of OD consultation is 
to provide a process wnereby 


a) action planning can occur. 
b) diagnosis of the organization's problem can be clarified. 
¢) adequate discussion of the data can occur. 


d) ownership of the data on the part of the client can be assured. 


Typically when providing feedback in an organization development effort, 
which of the following events would not take place? 


a) Peers from several work groups meet 

b) Top management decides which data to feed back to organizational members 
c) Representatives of several hierarchical levels meet 

d) The OD consultant discusses the data with organizational members 
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In diagnosing organizations OD consultants usually pav close atrentrion to 
norms, those standards of conduct to which organizational members conform or 
from which they deviate to some degree. The primary reason for such close 
attention to norms is that they 


a) represent very clearly formal organizational patterns. 

b) provide significant leverage for change. 

c) reveal most clearly deviant behavior in the organization. 
d) reflect the managerial hierarchy. 


Which of the following is noc directly revealed with the use of a survey 
questionnaire? 


a) Causes of problems 

b) Effects of working conditions on attitude 
c) Need for training 

d) Nature of worker needs 


A study of their time cards shows that 83% of the clerical workers at 
one office punch in late when returning from lunch. Which of the following 
approaches is most likely to improve the situation? 


a) Look for ways in wich the late employees are psvchologically 
different from the others. 

b) Look for factors in the environment that may cause the workers to 
be late. - 

c) Inform the workers that excessive lateness will result in disci$linary 
action. 

d) Offer a monetary bonus to those workers who display promptness. 


Which of the following sets of skills most clearly distinguishes OD con- 
sultants from other (e.g., management) consultants? 


a) Organizational diagnosis 
b) Interviewing 

c) Process consultation 

d) Analytical 


A potential client, a manager in a large organizarcion, tells you that he 
wants you to help him with an off-site meeting, the purpose of which is to 
help move his group of subordinates more toward a team instead of just a 
collective of individuals with separate jobs and responsibilities. He 

says "We must have more teamwork." The best-.response for you to make is to 


a) ask to interview all of his subordinates. 
Bjewelarify with him your role. 

c) say, "Let's work together to design the meeting." 
d) ask him why he thinks he needs this meeting. 


Argyris has 3 criteria for effective intervention. Which of the following 
is noc one of his three? 


a) Valid information must be provided. 

b) The client must have choice. 

c) The client must be committed to the intervention. 

d) The intervention must lead to cultural change in the organization. 
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24. Norms in an organization mav be classified as either explicit or implicitc. 
When dealing with norms one of the OD consultants’ major objectives is to 


a) highlight explicit norms but not reveal implicit norms. 
b) highlight implicit norms only 
c) surface differences and contradictions between explicit and 
implicic norms. 
d) point out similarities and mutual support between explicit and 
implicit norms not differences. 
25. Kurt Lewin once said, in effect, the best way to understand a social system 
is to try to change it. This statement is most related to: 


a) contingency theory of organization design. 

b) behavior modification. 

c) open systems theory, 

d) the consequences of a management information system. 


26. Which of the following statements is probably the most valid? 


a) Successful managers have an above average need for power. 

b) Successful managers have an above average need for affiliation and 
inclusion. - 

cc) Successful managers operate primarily from a power base of coersion. 

d) Successful managers rarely use consultants. 


27. When considering the social factors in motivation, the most corre¢t statement 
would be: 


a) the motivational value of a group decision comes primarily from the 
quality aspect of the decision. 

b) the total motivation of the group is equal to the sum of its parts 

c) participation often makes for interest, and interest is a form of 
intrinsic motivation. 

d) group membership increases the group's productive effort. 


28. Given the following organizational structure: 


| 
Manager 


io 


What problem is most likely to affect organizational performance? 
















Researcn 
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Development 


Human 
Resources 


Finance 






Marketing 
& 
Sales 


a) Interfunctional conflict 

b) Role ambiguity 

c) Career speculation 

d) Marketing and sales within the same unit 
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A@rcorce field analvsis is 


a) an examination of process in a small group. 

b) an examination of process in an organization. 

¢) a technique for analyzing a problem situation with change as a 
possible outcome. 

d) a procedure for effective utilization of conflict. 


As a. consultant if you were attempting to help your client change organizational 
conditions that were contributing to high turnover rates, the most revealing 
source of dapa would be: 


a) resignations of satisfactory versus unsatisfactory employees 

b) the number of discharges in relation to the number of resignations. 

c) the number of separations compared with the number hired. 

e) the rate of promotion of those who resigned compared with those who 
had more than average length of service. 


Beckhard has stated that (1) there are 4 major purposes of team building and 
that (2) there is an optimal priority concerning the order of implementing 
these four purposes with organizational teams. Which of these four purposes 
has the lowest priority according to Beckhard? 


a) Improving interpersonal relations 

b) Establishing and/or clarifying policies and procedures 

c) Establishing and/or clarifying roles and responsibilities 

d) Establishing and/or clarifying goals and objectives r 


Assuming the client organization is untonized which of the following inter- 
ventions is most likely to draw attention from the union? 


a) Organization mirror 
b) Team building 

c) Job redesign 

d) Survey feedback 


In discussing with a client a proposed team building session, she presses 
you for what specific outcome she anc her subordinates can expect from 
the meeting. Your best response is which of the following. 


a) "Outcomes of team building sessions are impossible to specify, 
but I assure you that I'll do all I can to help.” 

b) "Why don't we talk about the kind of outcomes you would like?” 

c) “While I cannot guarantee specifics, I can assure you that you 
will feel nositive about the overall outcome of the session.” 

d) "Improved trust among team members is the most likely outcome." 


Chronic organizational stress on organizational members is most often caused 
by heavy work loads, lack of participation in decision making, poor human 
relationsnips, territoriality problems and by 


a) role ambiguity: 

b) implicit norms. 

c) close supervision. 

d) very high standards for quality of work. 
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So 


36. 


37 


38. 


39. 


From an ethical perspective a risk of OD consultation is that: 


a) workers will control the organization more than the managers. 

b) issues and problems will be surfaced and discussed, that is, catharsis 
will have occurred, and then management will do what they intended 
in the first place, or will not do anything. 

c) productivity is likely, at least temporarily, to take a dip before 
it increases. 

d) the client-mav feel that the cost-benefit ratio for the amount of 
energy and effort required is too imbalanced, i.e, too costly. 


Which of the following most accurately describes the Scanlon Plan? 


a) Procedure for redesigning an organization's structure. 

b) One among a number of different formats for human resource planning. 

¢) A financial incentive svstem based on employee participation. 

d) A procedure for gradually reducing the impact of unionization on an 
organization. 


Formal organizaion is to informal organization as managerial hierarchy is to: 


a) rewards. 

b) structure. 

¢) organizational member's goals. 
djimpolicies: 7 
In working with a client you have jointly concluded from your organizational 
diagnosis of a computer programming department that some form of iob redesign 
or job enrichment would be a beneficial intervention. You realize, however 
that, even though you are an experienced consultant you have had practically 
no experience in the area of job redesign. The best action for you to take 
under the circumstances is to 


a) delay the intervention slightly to give yourself a chance to study and 
prepare more adequately. 

b) rely on the client to implement the intervention. 

c) suggest that another more experienced. consultant be brought in to 
help with this phase of the change effort. 

d) tell the client to replace you with another consultant. 


Your client indicates that part of the data that you the consultant have 
collected will be used as evidence to fire one of his subordinates. The 
appropriate step for you to take is to: 


a) confront him stating that if he takes such action you will withdraw 
from the contract. 

b) tell him thatcthis occurs sometimes in OD efforts and that you 
will remain neutral. 

c) ignore the comment and make sure that you are uninvolved. 

d) tell him that you feel awkward under the circumstances but that you 
will help him do the job. 


40. 


ale, 


42. 


G3). 


44. 


45. 


46. 


Which dimension among the following affects organizational climate the most? 


a) Management systems 
b) Structure 

¢) Strategy 

d) Management practices 


Which of the following objectives, at least from an OD perspective, should 
be an objective of MBO (management by objectives) as well? 


a) To tuild trust among individuals and groups throughout the organization. 

b) To create an open problem-solving climate throughout the organization. 

c) To make competition more relevant to work goals and to maximize collabor- 
ative efforts. 


d) To increase self-control and self-direction for people within the organization. 


You, an OD specialist, have been asked to conduct an offsite team building 
meeting and you've learned that the present team leader has just been fired. 
What action should you take? 


a) Try to arrange for the leader to remain on the job until the meeting 
is completed. 

b) Demand to know why he was fired and why you were not involved or at 
least informed well in advance. 

c) Conduct the meeting with the team but without the leader. 

d) Temporarily withdraw from the contract and explain that it would 
be better to wait until the new leader is "on board.” . 


While all of the following sets of skills are important for an OD consultant 
to have, perhaps the most important set is: 


a) use of audio-visual aids skills. 
b) oral presentation skills. 

c) writing skills. 

d) nonverbal skills. 


One characteristic of group decision making in organizations is that: 


a) conformitv decreases the quality of decisions. 

b) groups may set higher production goals than management could impose. 
c) solutions reached by a group are difficult to implement. 

d) groups tend to set unrealistic production goals. 


The best assurance for resolving conflict between groups or organizational 
units is to: 


a) provide a superordinate goal. 

b) have the groups exchange perceptions of one another. 

¢) find avenues for compromise. 

d) have representatives from the groups meet to negotiate the resolution. 


Positive organizational climate is influenced most by: 


a) the geographical location of the organization. 

b) whether the organization deals in services versus products. 
c) its technological development. 

d) the degree of participative management that is goal oriented. 
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47. 


48. 


49. 


i) Ol 


? 


The most difficult aspect of a large system change effort is 


a) 
b) 
c) 
d) 


determining the future plan for the organization. 

managing the transition from the present to the future. 

assuring the necessary budgetary support. 

collecting valid dara that will provide the basis for the future plan. 


Highly successful organizations in the private sector are likely to be 
those that: 


a) 
b) 
c) 


d) 


have complex organizational structures. 

are value driven. 

consistently compensate their employees in the top quartile of their 
respective industry groups. 

have highly efficient sub systems (departments, divisions, etc.). 


One clear indication that an OD effort is progressing according to 
principles that underlie the field is thar: 


a) 
b) 
e) 
d) 


the reward system becomes more individualized. 

managers hold more group meetings. 

organizational members express their feelings more often. 
organizational members feel more in control of their destiny. 


Ultimately, for an OD effort to have been successful what aspect of the 
organization will likely have changed? 


a) 
b) 
c) 
d) 


structure 

managerial succession policy 
strategy 

values 


98 


as 
<f 


APPENDIA H 


BACK GROUND DATA 


YOUR NAME: 


wast were qware aware qwure aware seme qwere sours some swepe some compe were some somes some comes owes wee es epee cee see owe ower come wee owes nee swe se we wees es ee see swe se se se ee i er we ee a 


ine Education: Circie number oft years compieted. 


Junior Technical, Gracguate 

Hign / High School / Business Schooi/y Coilege / Scnoai 

Ge? oS Pet viet 1 Nee, eee ap tt 
eee aex:s {circle one) Female Male 


Ene Age an your jiast birthday: 


a, Are you currently enrolied in any educational courses at 


the coliege or university level? (circie ane: 


VES NO 
ae What 15 your current grade (trank)? (caircie one) 
F-4 eas ETS Ee. E-& ea 
Bl Bae O=-= O-4 gas =o 


INSTRUCTION: IF YOU ARE ENLISTED, PLEASE COMPLETE QUESTIONS 
11-14. IF YOU ARE AN OFFICER, PLEASE COMPLETE QUESTIONS 6- 


10. 


fae Total years commissioned service: Z 


99 


ae 


ae. 


mr 
ae <= 


— 
. 


“ant 


i4. 


Year group: ‘: 


Warfare speciality/sub-speciaity: 


hs 
Time in sub-speciaiity: years months 
Source of Commission. (check one?) 


a. Rete. e. 

be ORG s se 

‘Ze Academy 

qd. Direct Commissian 

e. Otner (please specify) 


Time in present grade (rank): years montns 
Time in service: years months 
Ei: ‘ 


Time assigned to billet requiring NEC: 

years months 
On the job, as a consultant, my time has Deen spent in 
the following areas (assign a percentage to each area so 
your totai equals 100%; zero’ 15 not an inappropriat 
response): 


training FA 


work group facilitation 
(e.g.-, transition worksnops, 


team Duliding, role clarification, etc.) ve 
equal opportunity ne 
substance abuse ve 
complex systems projects Ee 

TOTAL Leola 


100 


APPENDIX H tcon’t?) 


SECSE Cer eter eS 


Tapie i 
Education Level 
Number of Supjects Education Lewei 
Ly High school 
a7 Some colieqce 
18 Hacheiors 
ei Masters or 
postaraduate 
Table 2 
Even yen Os  HGe er Sup Ieces 
Number of Subjects Average Age 1n Years 
as, 2O=29 
47 mA Ge 
32 40-49 


over 49 


prot 


LER 


Number of Subjects 


Table 4 


a 


ea 
rt 
jund 
(D 
B) 
2 


Activity Aillocatian 


Area Fercentace 
Training VIE 
Work group facilitation ets yA 
Equai opportunity a 
substance abuse nie 
Compiex systems projects 24h 


EO Ps 


AFFENDIA I 


aie) ie ES 


C7) 
a 
HF 
=; 
Wh 
M 
ri 
it 
= 
food 
i) 
rt 
fed 
r" 


Stepwise Muitiple FR 


earession iFPersonality 
Predicting Peer Rating) 


Dependent Variabie = FPEER RATING 


Wn 


(Stepwise entry of independent variables by persanalit:, 
instrument) 

Instrument 

PERSONALYS 

Independent Multiple Fe Significance 
Variable Fe squared D.F. F Level 
BHiue Parent ceed le tao Ome oe 1S =) 
Yellow Farent 404 Soa 2a Sipe, SHS 
Yeliow Child 44506 Ed lye isis, Bae 200s 
Yeliow Aduit 479 ee 4,87 5.4/7 ABS LB ya 

Biue Chiicd 496 fone a eiets ia asd OOS 

fsreen Adult 437 een S05 4.41 EO 

Green Farent . 43S mis / 504 LT a Pe Oar 

Green Child - 4989 rs a, ia ay Snes Ro OG sd 
Instrument 

MAYER-BRIGGS 

Independent Wuitiple RR Signiticance 
Variabies R selteigiae ee ae Level 

SN 2294 SEO) a Mere tS) 5 ic 2 OS 

agil 2242 pe a 7 ey meee a BOS 

JF 2 oy op ase See 4.22 ad 
Instrument 

TéPF ‘ 

Independent Multipie Fi Significance 
Variable R Squared OD.F. wig level 

H Baia ul iO) Seca ~OOS 

LL . 428 oe = re 2389 = 10.00 20S 

M -478 a RS Sao 7 oS 

Q4 pclae Bel es 4,37 8.44 os 

F ~o45 ads a, Sips ee a 


103 








Lo Pes ee oe? 


| 5 | 


Independent ibis sii N= FR Digniticance 


Yarliabie FR SOQuUar SG age. 


eS .o00sS 
es 8 eer 
i 7 eee ee 


eS. 


543 . 300 6,85 
555 .O84 7,84 
557 510 8,85 
5641 514 9,82 
Sam -517.  iome 
.565 .520 11,50 
567 pee Me) 


547 222 “42 


a 
e 


b 


Bob lo =n 
Ot 
“Of 


“ e 
ie 


Coe 
fort ft 


feat 
CO 


tides 
Pe Ne A act 
vos 


HS 


“#9 OO D&O es 
a 
Pd tel ted ted 


Crument 


ns 
AY etd as 


I$ 
le 


independent Multiple RR Significanc 
Yarianlie re uared OD.F. Llevei 


Ln 
In 


Inciusion 

Expressed «WTS EG Lae 224 eo) 
Affiiiation 

Wanted oe eas £O7e fy Oo Fess i a 
Affiliation 

Expressed ahs Bs 044 ty es eee re 2) 
Control 

Wanted pe es Oss 4,87 W222 4. ae 
Tnelusion 

Wanted ae 20S) 3,06 > 1.00 g Oe 


Li 


104 


tl 
“U 


Dependent Variable 


(Stepwise entry of 
Instrument) 


Instrument 
ee IN ALY STS 


Independent MIRC wanes we) 
Variabia FR 
Bliue Farent BS id 
Yellow Farent - 406 
Yellow Chiid . 460 
Yellow Adult = Gls) 
Instrument 

err 

Independent Multipie 
Variable at 

+H | eS 

Le . $28 

ha .4793 
G4 eee, 
Instrument 


BYrERS-SRIGES 


Independent Muitiple 
Variable RR 
SN 2294 
Ef - 242 


Peer Rating: 


EER RATING 


Independent variables 











FR 
Squared OD.F. 
aoe 1.78 
ey a Ee aS! 
bees Sig 
ae 4,67 

Rt 
2quared ae 
5 es 1 ie 
oo en 
gr a | ee Pos, 
ao 4,87 

Fi 
Squared Dee 
oS? iy 
7s) On aes ae bed 


1035 


(Reduced Number of Personality 


pod 
ee 
wal 


by Fersonai? 


in 
C) 


Significance 





F fea 
Polis Be) Oh 
B79 _ Cae be 
J oleate: ~Oo0es 
&.47 BS 


Significance 


= Level 
Bye ei 20Os 
14, 00 5 Bhi 
Sari 2 ON es 
5.44 ALS 
Siam ts eam 
e Level 
=e ee OOS 
Se 0) BLE ae) 


Table 3 





Stepwise Muitipie Regression (Using Knowledge Test Score an 
Top Three Frecicting Variables From FPersonaiysis and idéFF t 

Fredict Feer Rating) 

Dependent Variable = FEER RATING 

(Stepwise Entry of Independent Variables) 

Independent Muiltipie F Significance 
Variable F Squared D.F. cane Levei 

Enowledae 2006 said dg PA ee « WS 

C4 -oo4 - 241 = 97 ee Os a GE fa 

i 2624 aed 7 S 5 OE pe aac . Jie 

M4 ~549 2422 4,07 -tesos -OUS 
Yeliow Chila soos 2439 386 2s. 4c 1O0o 
Yellow Farent oy .450 6,52 seen * UOS 
Yellow Adult sole 471 7,894 10.66 = ie 

ET ene - 494 Stee Fiat SS 2005) 
Blue Parent es Oe 497 pe Aw mos Pee 2S 

Si a Gy - aw Lost 8.09 - 

H rg Org ao Li yee Fac4 Be) 6 


166 


Tabie 4 


Stepwise Multiple Regqression (Fersonaiity Characterisitics 
Predicting Superior Rating) 


Dependent Yariable = SUFERIOR RATING 


(Stepwise entry of Independent Variable Hy Fersonaiity 


Instrument) 


instrument 
PERSONALYSIS 
Independent Multiple FR Siqnificance 
VYariabie K ~gquared OD.F. Bas Level 
Blue Parent 2214 OD 7 an? Gee? Bip 8 Shee, 
Yellow Farent . 238 2150 i gy sie se 
Yellow Child ee rani bee Sis) = eee ee eos 
Green Farent ets ell ye 4,8/ 4.10 eS 
Yellow Aduit - 406 140 See Owes etd 
Blue Adult ~401 -1S51 ono Sage I Be 8 Sia 
Blue thiid 401 eed Gy Oe se ot Pe 
Green Child - 4092 al od eye Seer | i 81: eee 
Instrument 
Meek oa BRIGGS 
Independent Multiple FR fican 
Variable F ° squared D.F. F Leve 
SN or olds Leelee ore: aos 
JF eg a gs Uw 5 Ee, 8.46 00g 
its Ge? ot al oo ae 42 ae Bia, 
ear SESE de J a Sa 4,07 ct ae StS 
Instrument 
PaPr 
Independent Multiple FR SiOMmi fi cance 
Variable F equared D.F. F Level 
tH 244 -960 oy Ome <7) al 
& 6 Ra ea SOc 1 eo ees a 7S stl 
& ove eto Bie Sis) -) eae gue 
M asi cal) ale ie ee. Oo Ae ba 
f)4 ae ei i2 Socom. 2. 1.7 03 
O14 2246 ed ie) GO, ood et. 26 Gaal 
0 2247 pe ed 7,84 1.44 ee hs 
N eee re ons, 8.32), 1.48 Cee ti 
C Sees al 28 Geo 1. 24 ee A 
G6 seeite ns! i ee Pe Sd 1 area | og Sas 











Ingependent 
Variable 


PJ ted 


Mir DT 


instrument 
rFIRG—-S& 


Independent 
Variable 


Inclusian 
Expressed 
Affiiiatian 
xpressed 
Contral 
Expressed 
Control 
Wanted 
Inclusion 
Wanted 


Multipie 
FR 


2 24 
or 
oe 
a7 © 
ee) 


Multiple 
Fi 


bd 
~s 
eo 


eee 


» 274 


RK 


Squared 


ee 
~ 1234 
5 AS 
a ay 


is/ 


BB 


Ay Shs on 


- O86 


i108 


Laie 


fi .si 
i2,80 
12,79 
i4,798 


iS,77 


= 


Lee 
fe Oe 
O95) 
Dee! 
ere I 


2.04 


Significance 
Level 


orale 
ee 


aa _? J 


Table 5 


Stepwise Multinie Regression tReduced Number of Fersonaiity 
Characteristics FPredicting Superior Rating; 


Dependent Variable = SUPERIOR RATING 


(Stepwise Entry ef Independent Variables by Fersanality 
Instrument) 


Instrument 
PERSONALYS IS 


vent 


Independent Muitiplie FR Significance 
Variabie F sot@ered D.F « Le fees 
Biue Farent oid Pgs 1 oe ey aL rer 
Yellow Farent . 288 2150 2,07 ee 27 eee 1G bee 
Yellow Child 7 oo isil= Ri tee os) ee Pvt 
Green Farent = ores a eat he 4 4,87 4,10 ~ 205 
Instrument 

MYER-EBRIGGS 

Independent Multiple RX Signiticence 
Variable F squared D.F. F level 

SN ED br: 143 ea As i ley BAG 1G a 

oie Shey 3! oe oe Pee mies 8.40 rs) 
Instrument 

PoPrr 

Independent Muitiple R Siqgnificance 
Yariable R Squared OD.F. a Level 

H 2-44 ~ 260 Pee oie 7 1 Bo eda 

cE aes pa Sei = ery aan 7 a les 

Bi 218 Sod Sonfete) — aie 20 

| Ste, Sets: a a ea Oe ee 


OT 


tab 


[evmnad 


e 5 


Stepwise Muitipie Regressian (Using KkKnowiedoe Test Score ans 
Top Ten Predicting Variables to Fredict Superior Rating) 


Dependent Variabie = SUFPERICGR RATING 


(Stepwise Entry of Independent Variables) 


Independent Multiple FR 919n1 fitapee 
Yariaplie Fe Squared OD.F. pata Level 
knowledce ~419 CS i Doc i9.14 As 
SH apa © a es ad pas 25 OF ease ot 2005 
Yeliow Farent 2 eid a a rats) me OS, .UGs 
JF f GR wee 4,97 eas 7 ote 
Blue Parent 241 weeoe aso Rel . JS 
L ~745 Be FZ 6.85 Sara 0g 
Green Farent ~u4G «On 7,04 Sel 7 Bye 
E 850 Oe 8.92 4.49 pOGg 
M Pee a Bosh Ge ies al reo ct ~ O05 
Yellow Child Bea) 8 Rees Oe SD ere | ap Pe Ue 


110 


Table / 


JT-Test comparing means of the most predictive pers ; 
characterisites of the most effective consuitants (Groups i3 


3 


and the least effective consultants (Group 2). 


poo 





[\Pooied Variance Est. 
a5 D 2— Taq) 
Variable Group Mean Std Dev | Value = Frrob 
a 
1 ea al 5. 4 
Enowledge es cocoene a eel P=4..57 aaa 4.000 
NEI EEE EEE E————— 
1 self Loa = | 
Yellow Aduit es 24.86 he pete Sf 45 Gey aver 
EE a 
1 45.5 ae 
fetliow Farent 2 hen ter ile Less: | Taal | 45 M,1146 
j 
ance aa 
1 20.4 iG hea S | 
feliiaw Chiid 2 eee i= pag at 45 ies 
i AQLO We eae 
fue Parent a pee ©. Lone aac Bos GF Oey ls. 
0 
1 a0) 9.1 
Green Farent z oe Ce FS [—2. 44 45) eal Sy 
SE 
il —-1.4 Oe 
El se = a, Tg) aS ; a Pm a 2 £5 Oo. 26a 
Oe 
1 cath OG, Resi i 
SN Bs 7.4 29. he 48 (Cee a ee 
er 
1 —20.0 “8.4 
Wis me yo 2Oes [—-7.87 45 yh ts 


1 eee | ear 
s Ry ae ©, eae Rs Beaten ea | 46 De fey | 
EE 
f Oak 1.4 | 
H a Shs leans ees: 46 @.0g3 
——_. 
1 =.6& se | ny 
i Re So 5 ea f=—=3. 47 45 Gea 
nO EE —————— E—————— 
1 nal pet 2) 
ie Te 4.7 eee a ees aes 4& Og aes 
en EEE 
j] 2. 7 1 abe | 
4 & Se 1.8 [—-27.44 46 O.oiF 


Phd 


Table Bb 


Correlation between sSuperior’s rating of A SubDOrdinate’s 
effectiveness ang the absoiute value difference of 
individual personality traits. 


Correiation 
Va oo Coefficient F-Vaiue 
i 


Blue Farent oy ae 

fi —.07 ~47 
SN —,07 { . 49 
os a oe: 18) 
Yeliow Farent = 6: lee .-i4 
Yeiiow Chiid ~ OL 33 
Green Parent = sole { ms 
B =o Oe 
M =.20 ~05 


Eee 


bie 


ted 


als) 


Ch 


J 


Pe (Ome ERENCES 


Padier, Davic A., Feedback ana Uracanizatian 
Develoopment: Using Data-Based Methods. Addison-Wesley 
Fublishing Company, i97?7. 


Bennis, Warren 6.. Organizational 
Nature. Origins, and Prospects, Addison-Wesisy 
Fublishing Company. 19497. 





stogdiil, Ralph M., Handbook of Leadership, Coilier 
MachMiiian Publishers, i974. 


Saseeweotivs El. Leadership and Perceptions of 

Organizations, Research Monograph Number a2, Bureau of 

Pusiness Research, Ohio State University. i756. 

Bird, Charles, "Leadership," Sociai Fsvcholaogy. FR.M. 
tliot ‘(ed.), Appietan-—-Century-Crafts, Inc., New Yorr, 
1?f4o, 


Jenkins, W.0.. "A Review of Leadearsnisc Studies with 


Fertictiar Reference to Military Froblems,”" Fsychology _ 


Bulietin, Vol. 44, 1947. 


= Sil ae Raiph M., "Personai Factors 
Peatersnis: A Survey of Literature,” 
Beas logy. Vol. 205, 1748. 


foutdner, A.W., Studies In Leadership, New York: 
Harper, 1950. 
Maginnis. Robert L., Camoany Commander LCompetency 





Assessment for the United States Army: M.S. Thesis. 


Mavai Fostgraduate School, Monterey, California. 1°83. 


Hollander, E—.FP. and Juiian, J.W., “Contemporary Trand 


Penal ia et eA em Silo peecesses,' rsyeholearic 
Bewectin, 1967. 


Mate wwinams s TOUTOnM, J.-S. and Pruchter, #., "The 
Consistency of the Interpersonal Henaviar Judgements 
Made on the Basis of the Short-Term [Interactions in 
Three-Man Groups,” Journal of Abnormal and Social _ 
Fsychology, 1754. 


HW.S. Army Behavioral Evaluation Research Division oar 
The Behavior and Systems Research Laboratory Report 


eee nst Ons Gs Peatersnip im a simulated Combat _ 


situation, by W.H. Heime, L.P. Willemin and F.C. 
Seaton. whivw 1971. 


113 


=. Fleishman, Edwin A. and Hunt, dames &., Current 
Develcocoments in the Study of Leagersnip, Southern 
Tlianois University Fress, i973. 


i4. Culien, Bernard J., Fiemp, George 9., Rossini, 
Lawrence A.;, McHer and Lomoany, Competencies af 
Graanizationai Effectiveness Cansuitants In The U.S. 
Army, U.5. Army Research Institute for the Behavioral 
and SGociai Sciences, i?8l. 


is Durlak, J.A., "Compésrative Effectiveness of 
Faraprotessional and Frofessional Helpers,” 


Fsychological Bulletin, Vol 84, 1977. 


Rodin, J. and Janis I.L., "The Social Fower of Health 
fare Fractitianers as Agents of Change,” Journal of 


sociological [ssuess) vale 25,0177 -- 


Jt 
Cr 


17s Warrick, D.D. and Bonovan, 7., “Surveying Orqanization 
Development Skilis,”" Training and Development Journai, 


Vol. 22, September 1980. 


1S. Dimma, W.A., "Management Cansultants Througnm Clientis 
Eyes,” Optimin, Vol. 3. °numbee ys, 31777 - 


jut 
Lf 


: Turney, J.R., and Cohen, s.b2. “Ur@geriestranes 
Implications for Practicing 0.D. in the Army,” Fersonal 


Psychoiagy, number 21, 1976. 


es oP Spencer, L.M. Jr., and Cullen, 8.d. Taxonomies of 
Oraqanizatienal Change: Literature Review ana Anai 
Hoston: McBer and Company, 1778. 


iy oe = 3 


2 is Spurgeon, James D. III, An Analysis of Organizational — 
Development Skill Kequirements, M.S5., Navai 
Fostgraduate Scnooi, Monterey, California, iff! 


LO 


22. Wargo, Linda —., Developing Competencies for Navy Human 
Resource Management Specialists: A Deiphi Approacn, 
M.S., Naval Postgraduate School, Monterey. California. 
Meee oe 





ee Frank, Fredric D., Struth, Michael and Donovan, Jim. 
"Speaking from Experience ——- Practitioner 
Certification: Tne Time His Come," Training ana 


Development Journal, Vol. XXAIV, October i780. 
24. Burke, W. Warner, Organizational Development Frinciples 


and Practices, Little. Brown and Company, Boston, i782. 


aa Prakesh. S., Some Characteristics of an Effective 
Ora@anizatian Deveioopment Aaqent, M.S. Thesis, 
Massachusetts Institute af Technoioagyv. iv6é. 


~O6. Miner, J.B... "Success in Management Consuiting and tne 
Concepts of Eliteness Motivatian,” Academy of 
Management Journal, i971. 


mee MceCieliand, D.C., A Competency Model for Human Resource 
Management Specialists to be Used in the Deiivery of 
the Human Resource Management Cycle. McBRer and Lompany. 
Heston, 1977a5 





eS Goodstein, Leonard D., “Managers, Values. and 
Organization Develooment," Group and Oraanization 
Studies, Vol. 8, number 2, i983. 


S7eeeeetrd. Jonam S., “Reliability of Singie Instruments for 
security Guard Applicants,” Journal of Fersonality_ 
Assessment, Vol. 45, number 3, 198i. 


Ow Haseltine, Arthur Burton, Fersonality. Job 
Satistaction, and Effectiveness of Regional Vocational 
Setecation Program Consultants im Flordia. Prn.D. 
Disseration, University of Florida, Tampa. iYv2. 


e 
fens 
e 

inte 


Slocum, J.W., Jr., "Does Cognitive Style Affec 
Diagnosis and Intervention Strategies of Chang 
i 


_ 
Agents’,”" Academy of Management Froceecinas, i778. 


ied 
he] 


Sgeweeaeiny he, Gemacr cased Ditferences 1m the ~ 
Gre see ce pren holes Of the Organization — 
lopment Consultant: Opportunities and Limits, 
ertation, University of Cincinnati. i961. 





nqan 


py 


QS. Yuki, Gary A. and Wexley. Kenneth N.., Readi ae 
Organizational and Industrial Fsycholoagy, Oxtard 
linaiversity Press, New York, 1971. 


ren somattty fests and Reviews, Tne Gryphon Fress, 
Highiand Park, New Jersey, Edited by Gscar FHrisen 
Burros. i982. 


‘ 


ae Halli, Dougias T. and others. Experiences in Management 
and Organizational Behavior, John Wiley and Sons. New 
Wome, 27C2. 


6 s Seen Ss ee SIUC lett oouetiom to fype, Consulting 
Fsychoiogists Fress, Inc., Faio Alito, Ca., 1982. 





mies 


fs 
™ 
na! 


41. 


Pe 
bd 


44. 


44, 


4¢. 


49. 


re 
L 


Management Technoiogies, iInc., To Jonn fF. ficinerney, 
Subject: HBackaround Development of FPersocnaiyvs1is, Dy 
James FR. Noland, November if, i964. 


Teachers LCoiiege/vtolumbias University, Department of 
Fsychnoioagy, fo Estner Hamiiton, Subject: KnoQwiedge anda 
Uncgerstanding of OD by WH. Warner Burke, August 28, 
19784. 


Jamieson, Dave, "Develaping HRD and OD: The Frofessian 
ana the FProtess TCH —- A Diaiogue with Gordon L. 


4 


Lippitt,” fraining and Development Journal, Vol. AXRKVI. 


January i732. 


e 


ee 


() 


Varney, Glenn H., "Developing OD Competenciea 
and Development Journal Vol. XXIV, April i986 


i) 


nm > : : 
Se ir aiien 


Liopitt, Gordon and Lippitt, Ronald, The Consulting 
Frocess in Action, University Asseciates, Ince., San 
Dieqa, Cas, if7a- 


mhepard, Fenneth QO. and Raia, Anthony F., "The Training 


S 
Challenge,” training and Development Jougnat.) ve 
AAAVG April oSi: 


= ¢ Z 7 lz rm Tos ee 
BReer, Michael, Organization, Change and Development 
Systems View, Goodyear Fublisnhing Company Ince., Santa 


Monica, Ca., 1980; 


Argyris, Chris, Intervention Theory and Method: 4 
Hehaviorai Science View, Addsion-Wesie Ss 
Reading, 1970. 


a 

fet 

el : 
WC) 

i} 

I, 


| 
rq 
mt 


Steeie, Fritz, The Role of the Internai Consuitant, 
Publishing Company. Inc. , Bestem. 7ee- 


Forter, Larry, "OD Practice: Some Extrapoiations 
Metaphors, and inferentiai Leaps," OD Bice eee Voie 
19, October 19798. 


Spehn, Or. Mel, and Tumelson, LTC Ronald A., "GE 
Consultant Competency Model: Development anc Uses," OF 
Communique, Number 3, 1981. 


Harber, Witliam H. and Nord, Walter R., "Transactions 
Hetween Consultants and Ciients: A Taxonomy,” Group and 
Organizational Studies, Vol.2, June 1777. 


GBallessich, June, The Profession and Practice of 
Consultation: A Handbook tor Consultants, trainers of 
Pansultants, and Consumers of Consultant Services, 
Jossey Bass Fublishers, San Francisco, 1782. 


Elves: 


‘ay 
bob 


CN 
be. 


8) 
dos 


nl 


Ch 


Ci 
us 


Lh 
~] 


Su. 


oe 


~~ 
Al 
i 8 


7 


Hiake, Ropert RFR. and Mouton, June srygiey 
Consuitation, Addison-Wesiey Fublishing © 
Reading. Massachusetts, i976. 


5 wT 
= 
TW 
Th 
al 
rel 


4 


Beck odes FR. , Organization Deveiopment: Stat 
Yodeis, AGdison-Wesiey, Reading, Massachus 


—p 
comet 


Schein, Edgar H., Frocess Consultation: {ts Roele in 
Organizatian Develanment, Addison-Wesley Fublishing 


Ganpanvy, i176. 


Pema p iat (eet iter tGgeology and Aetiom: An Analysis 
af the Status Dimensian in Heipingag FRelationshios.,. FR.D- 
Dissertation, University ar Cincinnati, i782. 





Carey, Alan and Varney, Glenn H., "Which Skilis Speii 
Success in UD?" Training and Deveicpoment Journai, 
ete fo. 

Tichy, Noel. "An Interview with Roger Harrison," The 


vourmal of Applied Behavicral Science, vol. 7, November — 
December, 1972. 


fehr, ferry, "“Consuitant Effectiveness During 
Coliective Haraqaining Activities in Senne yivania 


SecRoals," Joint tColiective Neaqotiators, Vol. 2&, March 
a A ie ‘ 


5] = 


Warrick, DBonaid D., "OD Expert Refiect on the 
Skills Needed by OD Consultants: With Camments 
Edgar Schein," The Academy of Management OF News 
Spminma, 1977. 


Dekom, Antan F., The Internal Consultant, American 
Management Association, inc., New York, i?6%. 


GAibert, Fenneth J., "How to pe Your Own Management 
Consuitant." International Management, Vol. 22, nmumcer 
4#, April i978. 

Rakabadse, Andrew F., "How to Use Consultants," 
international Journal of Manpower, United Finadam, Yo. 
4, mumber 1, March 19835. 


Sebring, Rebert H., "Enowledge Utilizatian in 
Or@qanization Development," The Journal of Appilied 
Henaviaral Science, Vol. 15, April-May-June 1979. 


Barone, Orlando R., "Why Confidentiality 15 Crucial in 
Si ifotmi mgs HRD, Judy Toei 


Ae | 


pod 


INTTIAL DISTRIBUTION LIST 


Detens= TeenniGa: im ona] One eenece 
Cameron Statian 
Alexandria, Virginia eels 


Linrary, Code 0142 


Naval Fostgraduate School 
Monterey, California Fa9aSs 


Department Chairman, Code 24 
AGministrative Science Department 
Naval FPostaraduate Scnooi 
Monterey, California br da Sa 


Professor E. Hamilton, Code S4Hm 
Department of Administrative Science 
Navai Fastgraduate Scenool 

Monterey, California Nia as 


De. Caroli Jannson 

Urganizational Effectiveness Center and Schooi 
Fort Ord, Caiifornia F294 i : 

LCDR William &S. Hackett 

2270 Qak Hilis Drive - 

Salinas, California P3907 

CET Jonn F. Mcinerney 

B742 Gunpowder Drive 

Indianapolis, Indiana 46256 


Director, Leadership and Command Efttectiveness 
Division (Niro =o) 

Human Resource Management Department 

Maval Military Personnel Command 

Washington, D.C. 27 @) 


Department of the Army, U.S. Army Researcn 
Institute for the Behavioral and Social Sciences 
=U0% Eisennower Avenue 


Alexandria, Virginia ae oie 

Director, Human Resources Management Divisian 
(Or - 1S 

Deputy Chief of Naval Operations 


(Manpower, FPersonnel and Training) 
WashamGt en. oe. 2070 


ide 


f) 


fone 


hI 


eal 


Jone 


if 


|onde 
pnt 
B 


|omet 
ha 
a 


ie] 


pw 


i> 
: 
B 


fuoote 
ne 


tara 


fLommanding Officer 

Human Resource Management Scnool 
Navai Air Station Memohis 
Miiiington, Tennessee 2S 4 
Commanding Officer 

Uraqanizational Etfectiveness Center 
mere Ord, Caiirornia Ga74ai 


Organizational Erfectiveness System 
Sso2i-Zi Tidewater Drive 


Norfolk, Virginia ects, 

Commander 

Organizational Effectiveness System 
er ec 

Naval Statian 

Pearl Harbor, Hawaii 949360 
Commanding Officer 

Organizational Effectiveness Center 
can Diego Naval Training Center 
Building 204 

san Diego, California fee 


Lommanding Officer 

imnqanizational Effectiveness Center 
avail Gir Station Whidbey Isiand 

ak Harbor, Washington 7 ae 


el 


v 
0 


JB 


Cammandine Officer 

Organizational Effectiveness Center 
NAS Alameda 

Riemeda, California S4a01 


Lammanding Officer 
Organizational Effectiveness Center 
Peari Harbor, Hawaii 96840 


Commanding Gfficer 
Or@anizationai Effectiveness Center 
poe 6) 


Page oan Francisco noGa! 
Commanding Officer 

OrGganizationai Effectiveness Center 
P.O. Box 4 


F.P.0O. Seattle wis? 62 


ae 


Pacific 
San DPieaao 
Vniagdpey isiang 


Harbor 


aly 
ID 
ny 
Sy 
prod 


Yokosura 


prot 


foots 


« asi 


pon 


Jost. 


pant 


ep lar 


a —" & 


* 
Lid) A 


ram 


da ee 


SENME IVS 2 TE Officer 
Organizational System Europe 
pe Pes a) ee 


F.F.G. New York O9S510 

Commanding Officer 

Urganizational Efttectiveness Center 
U.S. Naval Sation Rota (Spain) Box 
F.F.0. New York O9I40 


Commanding Officer 

Organizational Effectiveness Center 
PSGaerax oS 

F.FP.O. New York De ga fe 


Commander 

Organizational Ettectiveness Center 
Commonweaitn Building, Room ii44 
1200 Wilson Bivd. 

Arlington, Virginia Ra IS) 


Commanding Officer 

Organizationai Effectiveness Center 
Soe os Tidewater Drive 

Morfoik, Virginia Wee Bra OF / 


Commanding Officer 

Organizational Effectiveness Center 
Maval Base, Building NH-45 
Charleston, South Carolina 29408 
Commanding OGfficer 

Organizational Effectiveness Center 
Maval Station 


Mayport, Fiorida Cee en 


eet ete 


p20 


=. 
ay 
in 
a 
wr 
J 
i) 
rt 
is) 
re 


Nortoik 


Cnarleston 


Mayport 


foot. 


= 




















‘Thesis 
H1LO642 
© lk 





Hackett 
Personality charac-- 
teristics of effective 
Organizational KEffec- 
tiveness consultants 
iene. U.co. Navy. 

























































































te a 4 , 
‘ 4 ‘t “t's 7 14 4 1 
‘ Pas 7 it hed a ny ft ' 
‘ es . ¢ 
apne . . 
* Coir Wer pes t 
. « iF ia ' ‘ ’ “ ‘ 
_ ‘ ¢ y re fy 42 Sane Fae 
IUD4, "9 of i’ s fa ee dr ' ‘ { mo ‘ 
: ‘fa a Ly! i a tn 
ive Meme! ee eS ' F ; 
Meee of effect Pe Ae tee ; 
Pe SOT vn ehalae Soh r . is oat if ¥ tf, ‘ ' = t 
Hy I i Oy ee"! vf 8 a : 
| } ‘ ’ el ts -¢ a | 5 . ney 
| | | met 4 * eae Ee Ma ef eee Rate P 
| | | | d: fear ag » wor, + a% , a . 8 a4 
| | | Li. fi OME 4g A Rtyerr's . i 
| | | Sa | 4 A Wak es Cs eg ' 
WA Hl EU ET +: He Gio: Ca : 
FES F a ett Sn Sane Mine 
4 P yf ¢ ie * Peg’ % ~ Fy 
w a4 a Fi 6 Pree fe’, hare tes "; r) 5 
3 2768 ee eee oe 
€ ‘Wwe ‘ ars H a) a re | 
OX LIBRARY wae, ee ee : 
Y KN ae" 8 sae I fa Yar MU he r 4 cis 
DUDLE allt | @"1 ® Pass 4 > i aes cd 1 ‘ 
= ve, veg ‘fo r oO ies uy 
pe oe ee ‘ . i ‘ s t F ‘4 pve 
Ea £ 4 We ret a fie: Kits ane : s ; Zz \ e as y ‘ é ‘ 
anes ape ube f oN “hee of te 
O16 8 44, ° ' "y 
Oars Sea Aars tow “4 . Malig e ‘ 
Assia ya fi. : 4 Sane a a ¢ ' Tie eC 
, re ‘ 
‘inte Otel / Os wt : 3 Ce ae - 
Abcmtg® P POH Bea act aia yep’ uy ; : ses re : 
{ s bye ; ap” met yrs "3 aN rot ‘ 
+ ; ; : 5 . 
h we, = pt id ; & i repeats ¢ : i | .' Fi Pee ey ’ Rye A 
fa ems SEES, Maa eit eet tie ee te | bo ee So saree 
ee Fh Bethy ek? onmcett Ded bel < ida S 1 1 ¢ ’ 
pipet Evy? He pat Wom Flo ik y i P uges steels JOM eae at, om ome a | . f ef, P , 
RT aT Re TEM RE a ld % re Wan e tleg rp !f 2. Ue rey, s +; py , ry ee ec ’ 
Ue fe ea FoPtirg ain aes 7 2 Oa ae ee fate t Culkg sy gti’,.2 AL 2 ’ ‘ A ane 
Phi gh Mi hiehe we wnase p $ REESE i rear) FM RU Fe aca ey 7 cree | ° | ’ ' 
ebbet iat et Piya Ar eA, ee Mba Sa ad t Pirie > : Yt Py ee a) On 
So ee Soy ys SELON tf ht 4 qo4 ¢ ef ! t toe 
OCH had #64 a fit yy 6 = Simone if , ; 
SNES ote FE a” ye il, } EEC frit soles 3 ee ' < . 
thai e0 Ay roy Carine ¢ me apwys ’ z = oct ars 
algae Kea ge Ce ee | Sate as ‘ wer 5 ’ ft 1¥ . 2 rere , 
aa Ril te wg he teh, Pe é re af mga s ’ m4 ' we pit 
EAA os Ore fob Re ‘ ‘ ‘ AG Bidet Juba Jae t "6 ry 
eit 8 a F ) F j evs "1g. CO) Ti die Sar a ' ‘ rin 14 ; 
; ci pee od ty ated = th heed ea re re sa, Rekreemee ke 7g ONtEUe e fbi ae IC CPE Cn hy ee : 
4.448 AL Bo aR B92 a ie ay bal ite sy AA Oat oe 4s 5 VY aborayt g 4,8 bie 12 tee det, op: 5 aieng vo ae : r 
Ce Parry ae ht 0 1 Ftd yy Cae Rly tl Ar He Vinee a Ae tat m J PO s . oie 4 ° Aa e . sie 
wee ELLER soft mois Nd et 6a pus # ia ch he a ‘ mo 1 PRO Ae 
Hes abe ‘6 Ne ei ait POL BEG OD we wee es UO re 
Oeste. ee wong homer Nees bt if SOL a EE iii Cite rae y fees 2 taal ¢ * 
TARTS wnt i 6 aaah ‘ ate see ; erie i . si hice t) fae } nis F a ; a 1 ~ 
va" i" Ae ina! anet ’ Shae et ng? ry : t Pane LAT gl Dog ‘ a 
na ‘Me ¢ . ical . f ' , Ue J Soe j 
° ' * ge HReg 8 aig ,* i "4 CAN 1 ae ’ ‘ 
* 5 i +; . 2 e ar | ' 
a pe My “pape or ine! EGA ia a i : Aue ra ar es Ag ary ’ Ale rie is ee i ny “s e , ' 7 ’ a 
e's Fay a A eda *f°ar. Le Bye O40. t ‘ = I. 4 “ "a ott Da F ‘ dena 4 
tenes ohm hy 4gthiy Pep 2 hg lt m, solos tor hed vit it dnd ace a9 oa Ag: i ar Kg : agtat ou { 4s f “8 bad LCE SNe f "§ m4 . f 
fee id\e oad wei CF at ry beat : ff 6 By te aris Mikael: ay ost rer ota Sad SC! Cnt rt Aarne se “ ie ac 
r Gane Cite ahs ee tebe tn gee iy ge 4 hia 9 aN re es 
140 Peis 6 ots" Ula g 
i gey get pe 













Beet ad a Lor 
ofes et ele Pod 
o te yi NLDA a Rebee ye § ) 
oe EA ik C48 OID EG %a 
te ae Cs € Oe a ie 
he aah Fakietihe | 
Peep we oe 45, 
hu Ai ae him “nn 
tif dies Ae We Cnt aed oh 
Sais et oa jf 



















Frocete $ Oy bsg 
rUtdsan ie! Pib tiata df fotitiye eect ne a merwae os 
j he nese at site Pre ory 4 

















































































































































































































































































































































































i 
ra * . é a AG 
Uae ay ard Poy St 477, 
See g. : 
* eee o™ fy 5 HS u ee eos ’ 
pe a eA. ek ded oF ' (s ' ad ¢ Z mae ey J . 
gba ft mene ; i f ar ‘ | ‘ ‘aa ' z = ? ‘ 
Beet oe nese ot Hi ood MS As of ; ea a bi thy ‘ ae ae ; = eae . 7 s oo Ud : “re 
ot eee a er) ie ay (At CMe ier: ue : o4 FONG 4. ¢ >y mats - om ‘4 
ot hep oly 9 ok. bee be iy ei Pe aie Z , os sce Yn ? . Lak Za Ye he? e e« hits 
ee Be and i ye tA 2 *h feel ae asthy Joh Rt oh ES Aten Pe Re a Mei rena ee; ue APN eae ras es te ane me 0G 
oye x ablateet hey ree Wid .wadWs deans > © 00 sieg? rt eye. ie beigh Ou ps “az iat os aia tas ketoe’ g ot sy ¢ SUF m oe, gre ff, a, e'¢ FRIED er ? est ae 0 : fs 
Wes oti Sgt reas * ih Fa 4 Pate a 9, Ot % douse 2. 4 ott Sete” ‘oie bef ey) Te iF ae MEA te Hrek 0 eel ang ‘ . ais ¢ 5 . -* 
. LE Feb ALS Nee Beas NOP. te Boe 4* tS pawns ees CASRN Se PT hie Vs ao Ss? ce bs oh ay ee rt fl eal Goode : ' . 
tt a VE tal 8 fain s PM PDF OO Oe x Beh irdg A sts" Dl teed Oe IP Ps -F Pipe A veg a WS Ae; COA: . , : é . riot det ae Lee =e 
tru oad PD a Wesel eye £08 wif ie wy 2 wie gk Wadd s: je Pe ref WE Hetil oe gee 8 OLN Oday s 2 J : : of = \ : 
Tete ‘ted oe beads "hee , os oa? Paes e LR om Je tts ib Cac le Ms eee 6 tise’ ng dig 7) * , 4S Awe i ase was 
nped & gtp woe 4 Ce e é ' iia ood Far “ha bot . A oe ‘ oa ' 7 as 
eet es ee hse’ § . ‘ Sg g 
/ eh, {4 ee Mixes Rie Be ne sae A ee Fa as Af : ' 
te. be , edt De oo one a fil 8" oh Pans re 3 i ; Re ae ‘ 7 : 
é : iy é 3 Oa i oO yt; obey . ie at IO AG yds . i a ’ ’ ié oy 7, Ct ee J a ee Ot A ’ vy ree » 
of Pw Pe * . phe - 2 hand , ¥ i or ff PETA ED ; meds ae x Pee * ‘ ’ 
| Ags a tee ee -E CA a PYG it f i gf ie te, Kee Per y BS 5 rs . ateners aa gia , gs Rae 13) et A aHee x a rev rf Ll i cats oe Sioa ‘3 ? . 
Yet a IB SR t Rtas > sx Ned ye He) 2) . ° On. Oagns “a i4¢ ee pits ane Gece SGar ie ro? ae | i ar -f or) lee of : 
oe Bhan x ¢v¥ PP } 3 Ad ae. : r ebo'ee ga, of & te4 a : of oi) LNSLECRR tte foae Y . 
ry young pag vs nef 60s rat diene? Ss f ; eee F etexs ; Fil * LP AA ° a) t¢ ciate ts 4 7] ears ‘ te. 
[RS tor f ‘+ PED Fs rs ee f ‘eo tlhs & ac’ e285 SP leg ries + rs Bs Bh ee ey ? e ‘ Alt fous 
ws PG righ eerie °a"s cove wh to 5 $2 he pike oSite nts ; ba it "$F. fe ' 
ee hen S243, pried fen", OR teeth x ct SRO, 4 ar AR , tts Pe " 
CH be ae Marg dain! ae are ys eee hs | ‘Pa ees Oy alee Orga 
yi ot se eens 
Me Rati eet woe 
coed a 537 Dy, re nee 
«f vars wv, fant 
eter 544 sy soy igs 
KF 3 ' ASE at R; me. 
Ras Wea log oe 
PB endl 14 Bye , ' ¢ ° 
os 
t 4 "” <a “wet en a 
: : ahs Bate sf 2 Fit 145 . 
, ° oe 7% - TP a é , S tae ; 
: "Fy ih Baad Le ne OD pda ®s ee saer . tah 93 Ok ha a ao 
4 WE 6 im Fel a ca Laat fist at te peg } ; 
w "Pike J ‘aM ae : sven) 
3 “s Fixe ‘ ' 
“9 ‘ pat 
‘ 
mn 
*¢ 
>. Ps ‘ 
og ’ 
x 
ca Ns _ bd 
eae , 
aus ake ‘ 
aoe, 
Ary ' 
243 ney ' 
ees Sy an 1070 TIS Ate Pat 
. Pegi ett ok atc apo 
ton ty bale a a yee Se 
Wk FBFE( 29 A ee S _ a0 ayia oe . 
Nan wErys 
oe) WAR oe PT Hales 2 on 
ee 356% Ha fe ehcp 
4 Se, ny * Lt 
AhSs Soot tnd maar a Ae 
ma SR see ee cee 
i MEM AS ‘eO® ae 3 
to pe nto pts 's yet y. *y aN a ri ‘* 
a wr Ny egy 5 k tas ey 
Te ase Ste else aT: he 7 Bet : 
ge Feb we Fe hg: * Rtaatela hohe we Sy Desh pe fern) 
» Pe Mym! Fy hy iNee he Paste sy Fe Yee og Rhea 
gFO Peas py ¥Aa ‘ares rat OR “SR NISy Peay, A, Fa, uy 
marine mi toratlyync ty ny EX te th | ho edicts ott > a i . x ahs pe? “y ‘ MAG, j 
4 eT ayes x weBl ee Stare) swans ee - : yr wiate e é Hae PTL? se : 
Bea ye Be BIT Pe ay is EN Nene ras 2 % ; ’ ' : ‘ h 
; a 3 as Ry ne: et: yy 5 4 coe ' % 0 oy, vy aes * =! ad Pe ‘ . . a 
te oe ke Pe nf mea b leeth, MP a =f a Viale rig wey 
a a ta ates ae Fe Ferry wr aan ol by Rade iy Mh a a a Se WA hrs 
ne ‘ales wel 1) Me adi ate tat i aa Mberetoyn cath EY +0 Pn tad ER 7 Gon by 7h sees 
PUSAN * 1" Uy Pitas BS uD Se La he 4 ty | Pe ay pny Rw iy a 4 
2 RET Oe ony 3 HONG Bes 2 SEER 1ysaty Filey Oy ieee ; ba Aa Ba 9 1 . aes tus Nag ' ee 
de ta a hia eS nde tale th “yn, bla ore fa 8s es AU tpt ay eek es fuse ha ie Ly Soy e er Ghet *, w, 
si Cyan a ae aR we er eeT re ge CERN Neuere fete NY “eld £0405) Gael Ate My asta “ys ‘ 
elt, puede: s JOU Ss utepty wrymess ete Py 7 wnt +: oh Lots a ey WP ome Stipe, try pris: “ ; oe 
SNe ac bite th Yet ego cebawesgny 4cishtp vagy uy eve 36 Fyomta ty wy oy YS Ve hy. Ey hetlnty q cote rt 57) ' ; 
hh Fay dy wey Webi a Syrg T7V pr ery ed od NN SU IU ste stnery oy cares POW ty Meio ee de RERERSR TE hits vets oS aee 
Beg: HP oy pears +a sdraany a Sp Me pulnm erg chet ‘fel Liss ie Te Pere Fa oa NN be wy, Me Sco Sa bane Ro Vg Mie hig ones pe WA sb:s i ; 
"YE pee hh ag | % lard ere. SDA Rimig te Hyon aC: AP "4, Mas atl APE SIS Com oh eet Vis Eth 
8 NETS PAK, Ie Cg Heth ky Eyre ae a watery: eure ore we Stes” pete te en yan wee dts a 5 . 
dil belt Rar ek « erty 4 eal inte ut "" fa! BLM “AS28955 Fah ng gate *, Ne by von Uy wR Anh ngs, ** Rp waee 
we redg ee BARA 7 md br “Y \ ~ ih NUP MSY HY: te ‘yt = 
Bea eh & ah % Lythoy ry ppb: hy Sy UMA Are BE TS Wyrm ete yee im ; : ; ; 
Tes Suva x4 2.02 Bow Bless ne Rere-y. yh dy tak Ra lbeacta N R RNA tr) aro me 10. ; ‘ 
Xie greens ba a, SO es: eon $8 Ne ee Y 4 a eam 98 be WEY ure ph 1 tA A Neer be Uh .f ‘ od 7 ‘ 
5 Phy on wh by he Mee Mus Oe Hy mists wen p 1! ley ate WEY sie t FE ro rar m0 he 
ciple, ieee bP, “cee the % x % PAR ent? (SUG, 0A, v9 Pe phe wat ¥ ~ POURING Eh Sere ota Nite eek 
TWA EN © <2 RS. bee wate, SS es Oe, ee oom eA % ~, HA pees beat oh date TUE TT fo 6 
Ke elated t ea K"4 Aare ‘OA HS vi hata, oe Sty vos f At amd, Lae ie ua pe 
$A eo aslo RS CONE Tea tes ae tole * het ot bite al aun BA at £ V9t!s +4 Soni ; 
SE Wey ros Sak &™% Oe eSsea yey meg Swern! vie tom im / T= Ny “ ers te es So > ‘ 
ray Veen Uke EL ehh aA had eld hy ty 4a CALA wee W AUR YS 8 Pia fey Aalto he Nr orere fee 7 
Ua gee gory AY CN Pa He D Pole We Bx, 7m Peery Gory ey SOU Es A OmEhae Nore WA Ok ty “ FR 86. oh e4 7 oe Pars ie rt. as 
ox PEL" NESW Woy ngey BN LCE TEM MeN oe 19.48 DDO Wingy og: Abe trees DEE bya eee? Pwr de vt Owin *, 5 ¥ hot 
Sv ey my yet eke % wh yi a Ae ice ta RL ene bbe Wt WAS a1 F 29 aha sk sy Woe AE TEAI Ee nme gprs mim “ 7 Baer Pied ue 
SP Ne eR LAS Woh, ate UWP 0° AIO! Bourg Web eater Pe iyi, Nadie oh lake ee teen see FH Try oe. TE A +"% sc Onh 2 
Sty ete er "eae = bteill 1 ore ee Uae of Ore ooh in 4 "EVN Ray Sd NOOB es hog RETA GR g i) + x: we, 5 RWeMaiiv seve. coll 7 Ms 
> Si ttatin ey ke tee St thin tue may he Jake LD . EIN HY 9 he ny "2 as 9 yy tection y 8 Uw ey aay WRG p: WO arthe oh-g weary. ? i" A \ 
aA Ra foFUPE, Sw 5 Oye Oe etre ytsty ese a ieee ty ire ee ane erate ener EE NUE ute eg Noh orger 170 Boe ge ; 
hae hohe Cats Lo Lede te me Mbit | Vea rh Aa de bale al hh tat ae SOR ee Sek wes va vas etd, toe AI. Pete de y 4 P ‘ 
die 2 he te | 3 oy ot VOy ay my me Hg ted ets ela relat Y a 4 rh hie: 4 ach wy unt X a ; ’ 
Re neat ote ete Meh 54 V0.8 can oo over thy ey we Sta tay’ ; ‘ vy Wet ks es fe . 
% Agra, Wah Lathan} hee tee re ary oh &, pg? “ast Ul 4a ru Ra PU 1% q @ YW Loa eg Jy yee Ue asy es ey My y 
JU ey hae bit le Re JO ae oer Peel» “9 AGG rane PM pars se gt WU VA om ho, Sy Seg fo leg NGtER. 25 3 wt 3 
Bee hn ly yy Oe save) .an iL yuemy SS * eis atria « ak, a “MEU EDE a b’s 6 Bry 
b Ride Medale tte eee Prarie ZO) OWE ee nasay WU Py. Ray esl aT UAW Cn ey MAO, 2 ogy, 4 t'@,eq ia, tm ey wd’ 
. SN oArees “ue breyani och WM GN, 8 OM Fenn ash | % He. 
cates oe . % ° Usha dre a ot : ‘ 
Hh Sree a J re ety ase Aa Ae ' ant u ; ° 
each b dig: vey wey arya, 950 WY, yi 
Se Sa FIR GOr ee *"Y ” nat WY 
carga tnt RD £7 tA wt 
Ye 8 oF yoy A 8 £0 oem i Sil I ubda tan ent ¥ 48 bakery 
v/a BIE AL. ik ae Bk te Pd SAM Bri he Ee: ren FIR YD © ’ r 
RN Soran iSite Nab a Gin t4 ' \ 
Tp ag ¥ *,q 3 1 ° a ; : 
Se toot a CALE 4 W tae mr ° i< u Awe Rhy EPR a ee ; ‘ ( see ie ‘ 
+ ew aah peak ans ace th Tt wey woes ‘wee arty tab Ses rg! ‘A! 4", ry eee OL a 
eave a tae ert wage Jaret at wy Paine? a: © weet < Rants 1% ‘as r 4 
PLe te may 914 1 oe ve guietiy ie q carn NE he vs a 7) : 
€ Orie &) w ‘yeep arene thao e, ©: 
awe ore My a ha, i ean at ey eee ee 
> J LQ gra eq 4 PPE: Wop, ’ 
any Ticomeee Lead ACL. a cue ibn a ae 
e: oy 08: ay we! ie eats pte 4 1 Lf 
hs SAmannaascaetildie man hamone satay tet 
vars i il 9 Mi 4 es ‘o De 
ie aes : é i : Oc: wie. were A re 
vouery. oyis 
Beat teee ne % mat Taeqiery 
PNG TWh tmry < f t 
rcees ie sated 4 Sen A A AAT Th Zeta; eh be TAO enh hn wt 
" ARUP MaDe, "p's PPR bd et he . 
panache eae ar Sait ak Rees) ., Sara Revie Reni y att. IE Ae Si a i 
ne tate | . we tome; " “um i; wy beh & 4 iF LA | wad “4 ss 
BACTLY mua cre ee TA. Re he € oKPYP Ot acy | 5 : 
nie sh Se ech ee bs oo ON A ae RRM Nk xe * 
P, i oe ry r arr 
% Uren "oh Xv Bude war : 
ane Pemivreceomnusts sae See ae mm ete ae Rehoty SA oy 
ue. reyes % pate Nt ERE: ‘ 
me ae eae nes nae N arerot ire fer ota yae ye: are 
. ‘ Le THU, 4, ‘ ¥ 
ears SNe; ¥ i, hae 20% Reig aa Ais 40 PAWS Olgits Wey OR hea tary’! . co Fall § F 
ea zn Aree ME Nero asia, “eed VOY bres tie sb 1 he SEG : | beth j 
Meet pa ah are cotektas eh ude 6 Ota 
a A Jy i syttoues EW reebds! waaay em er, hy x 
Ph k Fa rivet C3 








' 
° 


